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A STUDY OF CHIEF ACADEMIC OFFICER PERCEPTIONS OF
PROFESSIONAL DEVELOPMENT IN THE
EMERGING LOUISIANA COMMUNITY AND TECHNICAL COLLEGE SYSTEM
Barbara Rumohr Jones, Ph.D.
University of Nebraska, 2004
Adviser: Barbara Y. LaCost
This qualitative multi-site case study was conducted to investigate current
practices, experiences, support, and perceptions as expressed by Chief Academic Officers
(CAO) concerning professional development in the seven Louisiana Community and
Technical College System (LCTCS) community colleges. Criterion sampling was used to
select the participants for the questionnaire and interview based on their knowledge of
and responsibility for professional development. The participants for the questionnaire
were the CAOs at the seven LCTCS community colleges. The participants for the
interviews were the CAOs, other key personnel identified by the CAOs, and the President
of the LCTCS.
Data were collected through the questionnaires, in-depth interviews, review of
institutional and system documentation, and review of the literature. Triangulation was
used to validate findings of the data collected. The data were coded, analyzed, and
synthesized such that themes developed.
Four themes emerged from the data based on the concept that the human
infrastructure of an institution is its most important resource and the foundation of its
strength and stability. The first theme. Building the Human Infrastructure, comprised the
underpinning for professional development through planning and perceptions. The
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second theme, Maintenance and Improvement o f the Human Infrastructure, involved
providing general support for professional development through policies, encouragement,
time, and resources; designating personnel to coordinate professional development; and
funding professional development. The third theme. Maintenance and Improvement o f the
Human Infrastructure, encompassed the professional development activities, institutional
and LCTCS areas o f focus, and evaluation of the faculty and programs to assure
effectiveness and achievement of institutional goals. The fourth theme. Dividends and
Returns on Investment in the Human Infrastructure, demonstrated the benefits and
rewards achieved by providing professional development. The results of the study
generally indicated that providing opportunities that epcouraged the continued growth
and development of professional staff enabled institutions to remain vital and responsive
to the rapidly-changing economic, social, technological, and demographic environments
of the community colleges in the emerging LCTC System.
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Chapter One
INTRODUCTION
Faculty, staff, and administrators in higher education are offered professional
development activities to motivate continual growth, development, and renewal of the
individual and the institution. The roles and responsibilities of higher education
administrators and faculty continue to change and expand. Community colleges have the
unique role of offering open admissions, providing opportunities for higher education to
traditional and non-traditional students, and working with increasingly diverse students
with varied needs and goals (Filan, 1999; Koltai, 1993). Continued education is required
to prepare community college professionals to meet the demands of a technologically
advanced and diverse society, the expectations of learners, and the requirements of the
community. Hitt, Ireland and Hoskisson (1995) stated, “The set of knowledge possessed
by a firm’s human capital is among the most significant of an organization’s capabilities
and ultimately may be the root of all competitive advantage” (p. 78). Although the
context of this information refers to a business firm or organization, it is applicable to
institutions of higher learning. Professional development is a component used to build
and maintain the human capital of the college. Just as physical, technological,
organizational, and financial resources are viewed as assets to be obtained, maintained,
and developed, so are human resources (Daigle & Jarmon,1997; Eble & McKeachie,
1985; Hitt, Ireland, & Hoskisson, 1995). “The quality of an organization’s accumulated
body of intellectual capital is by and large dependent on its human capital; that is, the
experience, skills, education, and motivation of its employees” (Hanson, 2003, p. 290).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Context of the Problem
The development of the Louisiana Community and Technical College System
(LCTCS) was enabled by the Louisiana Legislature in 1997 and through a Constitutional
amendment approved by the voters of Louisiana in 1998. At the time of this study, the
new system consisted of seven community colleges and one technical college with 42
branch campuses. O f the seven community colleges, four opened to students between
1998 and 2001. The impetus for the development of the LCTCS was the repeated
recommendation for a comprehensive community college system by the Louisiana Board
of Regents {Master Plan 1978, 1984, 1994), the lingering desegregation settlement for
higher education, and the demands of the citizens and businesses of the state for a trained
workforce. The Board o f Regents Master Plan fo r Higher Education (2001) established
goals for the higher education institutions of the State that reflect the integral role that
community colleges now play in the plans and progress for higher education in
Louisiana. The three primary goals of the Master Plan are (a) to increase opportunities
for student access and success, (b) to ensure quality and accountability, and (c) to
enhance services to communities and state. The plan calls for a reconfiguration of higher
education delivery. Two major delivery changes mandated by the Master Plan are the
implementation of a statewide admissions criteria framework for all public higher
education institutions and the shifting of associate degrees from the universities to
community colleges. By 2005, only the community colleges and the Louisiana Technical
College will have open admissions in the public higher education institutions. (Board o f
Regents Master Plan, 2001; Pinsel, 2001). These changes are expected to shift
approximately 8,000 students a year into the community colleges. The Legislature, Board
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of Regents, and the LCTCS are preparing for this shift in enrollment by evaluating
facility utilization information, building new physical facilities for three community
colleges, and working with a consulting firm to develop enrollment strategies (Dyer,
2002 ).

The human infrastructure in the LCTCS community colleges should be prepared,
strengthened, and equipped for the demands of the increased numbers of less prepared
and diverse students that emerge from these changes. With the accountability demands of
legislators, employers, students, and accrediting agencies, faculty and administrators
must be prepared to meet the unique learning requirements of the student. Professional
development programs designed to provide teaming opportunities support teaching
excellence, technological skills development, and building leadership capabilities, will
strengthen the human infrastmcture of the institution by preparing employees to meet
ever-changing job expectations and requirements. Community colleges should provide
stmctured and goal-oriented learning opportunities for faculty and professional staff to
ensure ongoing growth, development, and renewal to meet the institutional and system
mission and goals for the future. The new Louisiana Community and Technical College
System and constituent institutions require goals, policies, and plans to support and
maintain the vitality of its human resources.
Purpose Statement
The purpose o f this multi-site case study was to investigate current practices,
experiences, support, and perceptions conceming professional development in LCTCS
community colleges. Multiple methods were used to obtain information conceming
current professional development practices, perceptions about professional development.
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commonly used professional development activities, and institutional support for
professional development in LCTCS community colleges. The results of this study
identified the current usage and professional development needs of professionals in the
LCTCS community colleges. Further, the findings generated recommendations for a
comprehensive professional development plan.
Research Questions
The following research questions guided the study;
1. What is the extent of professional development programs and activities provided by
the Louisiana Community and Technical College System office and community
colleges?
2. What are the perceptions of LCTCS community college Chief Academic Officers
conceming the importance, support, needs, and effects of professional development
programs and activities?
3. What are the most likely to be offered and utilized professional development
programs and activities?
4. How does the community college or Louisiana Community and Technical College
System strategic plans or mission affect professional development?
Theoretical Foundation
The theoretical foundation for this study on professional development in
community colleges is based on theories in adult development, career development, and
organizational behavior. A discussion of the role of professional development for
maintenance of individual and institutional vitality and renewal is also presented. A
significant amount of literature is available conceming professional development, yet
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empirically acquired knowledge about professional development is limited. Knowledge
about professional development has been developed primarily through discussion,
personal experience, and review and evaluation of exemplary programs (Bland &
Schmitz, 1990; Sydow, 1993).
Adult and Career Development Theories
Researchers have related adult stages of development and learning to the
academic career life of faculty and to their professional development needs. Menges and
Mathis (1988) indicated that institutions should respond to the career needs of faculty and
staff by providing options that develop their professional skills. Eble and McKeachie
(1985), as well as Clark and Corcoran (1989), presented the varied professional
development needs o f new, mid-career, and post-tenure faculty. Baldwin (1990)
explained the work career stages as:
Career entrv: initial stage of a career when learning and socialization occurs
Earlv career; individual is capable of being productive, but learning continues to
occur as the individual strives to “master” the profession.
Mid-career: a period of maximum productivity, but also a time when career
enthusiasm may decrease as personal responsibilities increase.
Late career: productivity decreases, but wisdom, knowledge, and experience are
valued.
Career plateau: a period of little or no growth, when work becomes routine (pp.
24-26).
Baldwin (1990) also proposed an academic career model that divides academic life into
four phases, from career entry to retirement. He described these stages as (a) novice
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professor: getting into the academic world, (b) early academic career: settling down and
making a name, (c) mid-career: accepting a career plateau or setting new goals, (d) late
career: leaving a legacy. Baldwin emphasized, “Colleges and universities that wish to
maintain a vital professional workforce must be cognizant of the powerful developmental
forces that influence faculty members” (p. 21).
Organizational behavior
The climate or culture of an institution can encourage professional development
in higher education. “Effective professional development is predicated upon creating the
appropriate climate and conditions for growth (Wallin, 2003, p. 319). Numerous
researchers noted that the support of administrative leadership is the key to successful
professional development programs that lead to institutional renewal and increased
instructional effectiveness (Bumstad, Hoss, & McHague, 1997; Eble & McKeachie,
1985; Murray, 2001; Wheeler & Schuster, 1990). The professional development program
goals should be designed to support the institutional mission, goals, and objectives
(Bumstad, Hoss, & McHague, 1997).
Hanson (2003) described the four major management theories for educational
organizations as classical organizational theory, social system theory, open system
theory, and institutional theory. The classical theorists believe that bureaucratic stracture
and processes lead to an orderly flow of work, efficient and disciplined behavior,
maximum efficiency, and goal achievement. Social system theory relates to collections of
groups that collaborate and cooperate to accomplish the goals of the group, that relate to
the goals of the system. This system theory encourages communication that is more open
and involves shared decision-making. The open system theory purports that an
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organization is made up of interrelated subsystems that interact with the environment.
This type of system emphasizes planning and programming designed through gathering
and processing information from the environment. The institutional theory “represents a
body of thought that identifies, emphasizes, and explores the forces that constrain
organizations from changing” (Hanson, 2003, p. 286).
The Situational Leadership (SLII) theory by Hersey and Blanchard is suggested
by Shaner (1995) to he a logical theoretical approach to professional development in
higher education. The SLII theory infers that good leaders adapt their leadership style
according to the situation. The four types of leadership proposed in this theory include
directing, coaching, supporting, and delegating. The situational leader will encourage the
development of the follower based on level of competence and commitment.
Organizational systems are functioning in community colleges. Astute leaders should he
aware of the environment and climate in order to utilize appropriate management styles
to accomplish the institution’s goals and mission.
Institutional and Individual Vitality and Renewal
Professional development programs were also described as being designed to
improve the vitality or encourage the renewal of faculty and the institution. Vitality is the
quality that enables individuals or institutions to survive, grow, or develop physically or
intellectually with energy (Loumos & Kennedy, 1996). Clark and Corcoran (1989)
explained that “faculty and institutional vitality are intertwined and interactive...” (p. 31).
Scott (1990) indicated that, “The vitality of faculty training has the capacity to contribute
to the overall effectiveness of the college and produce positive reactions” (p. 15).
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Institutional climate or culture is important to the success of professional
development programs in higher education. Professional development programs should
support the mission and goals of the college through development of faculty and other
professional staff to meet their primary role of sharing knowledge and building leaming
communities (Bumstad, Hoss, & McHague, 1997). Bland and Schmitz (1990) further
explained “ .. .vitality, theoretically, is related to four complex factors: 1) faculty
characteristics, 2) institutional features, 3) faculty goals, and 4) institutional mission”
(p. 47). They further related there is a need for a strong link to be developed between the
institutional mission and policies and the faculty renewal plans and strategies to assure
institutional vitality. Sydow (1993) supported the link between the institution and
individual vitality. She indicated that professional development is affected by life cycles,
career development stages, intelligence, commitment, and socialization. However, she
pointed out that the pressures of change, incorporation of technology, and new
developments in the academic disciplines can result in bum out or loss of motivation of
community college employees. Professional development, when supported by the
institutions and their administrators, can do much to prevent this scenario and encourage
ongoing development and renewal throughout the professional career o f employees.
Smith (1989) aptly noted, “Staff development today can be viewed as the ‘heart’ of the
community college body. It is the organ that pumps life-giving blood and new vitality
into individuals and programs that make up this institution of higher leaming” (p. 177).
Definition of terms
Administrators: “Persons involved in planning, organizing, directing, and controlling
human or material resources to accomplish predetermined goals” {Thesaurus o f ERIC
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Descriptors). Administrators usually have managerial or supervisory roles in the
institution that are non-instructional.
Chief Academic Officer: “Administrative officials in a college or other school who are
responsible for the instructional program,” also known as academic deans, dean of
instruction, dean of faculty {Thesaurus o f ERIC Descriptors).
Communitv Colleges: “Public, postsecondary institutions commonly organized into twoyear programs and offering instruction adapted in content, level, and schedule to the
needs of the community in which they are located - usually offer a comprehensive
curriculum with transfer, occupational, general education, and adult education
components” {Thesaurus o f ERIC Descriptors).
Facultv: academic instructor in higher educational institutions with training and
knowledge in a specific discipline.
Professional Development: The term professional development is used in lieu of faculty
development, organizational development, human resource development, or instructional
development. For the purposes o f this study, the term professional development refers to
programs and activities designed to encourage institutional and individual renewal,
growth, change, and continuous improvement of faculty, librarians, counselors, and
administrators in community colleges (Bumstad, Hoss, & McHague, 1997; Rose, 2000).
Professional personnel: faculty, librarians, counselors, administrators, and other
professional staff in community colleges.
Staff: non-academic employees that provide support services.
Vitalitv: The qualities that enable individuals or institutions to survive, grow, or develop
physically or intellectually with energy and vigor (Loumos-Kennedy, 1996).
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Figure 1.

Delimitations and Limitations
Delimitations
This study was limited to the seven community colleges in the Louisiana
Community and Technical College System as of May 2003. Louisiana has two other twoyear colleges that are considered feeder institutions to their parent universities; Louisiana
State University-Eunice and Southern University-Shreveport. These colleges were not
included in the study. As o f July 2003, two former LCTCS technical colleges were
classified as technical community colleges. These institutions were not included in the
study.
This study was delimited to Louisiana Community and Technical College System
community college chief academic officers, key personnel identified by the chief
academic officers, and the LCTC system president. The primary concern of the study was
programs for professional development of professional personnel. It did not include
development for nonprofessional staff (i.e., clerical, custodial, clerk, paraprofessional.
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etc.), although such programs and activities maybe beneficial to these employees and the
institution. I did not investigate preparation of professional personnel, but emphasized the
programs and activities to support ongoing professional development and renewal and
institutional improvement.
Limitations
The generalizability o f the findings of the study is decreased because the study is
qualitative. The study is limited to Louisiana and the Louisiana Community and
Technical College System community college chief academic officers. It is further
limited because of the small size of the emerging Louisiana Community and Technical
College System, seven community colleges at the time of the study, and to the variability
in age and culture of each institution. Three of the community colleges in this study were
established over 35 years ago, while four others were established three to five years ago.
Significance of Study
This study provided information, insights, and recommendations that may be used
by Louisiana Community and Technical College System personnel and other community
college administrators to aid in initiating, planning, and developing a comprehensive
institutional or system-wide professional development plan. The implications of this
study may be limited, but are of particular significance and interest to the emerging
Louisiana Community and Technical College System and their community colleges.
Most administrators and faculty receive little formal training in education or management
prior to assuming their positions. In addition, changes are occurring rapidly in higher
education. The literature indicated that community colleges anticipate a severe shortage
of administrators and faculty as enrollments increase and the rate of retirements increase.
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Higher education in the United States is experiencing tremendous changes and challenges
both internally and externally. These challenges and influences include (a) increased
accessibility through technology; (b) decreased state funding and increased tuition; (c)
changing student demographics that include (1) increased numbers of adult students, (2)
less academically prepared students, and (3) diverse student populations; (d) increased
requirements of the public and government for accountability; (e) variable enrollments;
(f) increased access to higher education; (g) increased demands for educational
technology; (h) increased demand for workforce prepared graduates; and (i) the ever
changing role of faculty (Anderson, 1997; Filan, 1999; Layzell, Lovell, & Gill, 1994;
Murray, 2001). Community colleges, in particular, need to be poised to respond to the
current and impending changes and challenges. Professional development programs are
needed to prepare professional personnel for their role in the emerging LCTC System.
In the study, the demographic background and experience of participants were
determined, professional development efforts in LCTCS community colleges identified,
and the culture, perceptions, and institutional support for professional development
programs and activities were determined.
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Chapter Two
HISTORICAL OVERVIEW OF TWO-YEAR COLLEGES IN LOUISIANA
History may be told as a story,

. .a narrative structure in which a sequence of

connected events occurring within a span of time is rendered by the historian to create
pattern and meaning” (Brundage, 2002, p. 8). When asked about the history of
community colleges in Louisiana, various administrators expressed that there was no
actual “history,” as the community college system had just been developed in 1999 (L.
Tremblay, personal communication, July 30, 2002). However, in higher education in
Louisiana, two-year colleges have played a pivotal role in the education of citizens of the
state for more than 100 years.
Higher education is a rapidly changing environment. In particular, community
colleges are experiencing rapid growth and expansion of the scope of their mission. The
changing status of the community colleges in the State of Louisiana, and the background
for the emergence of a community college system in Louisiana, is presented. A
qualitative review o f documents, books, newspapers, web-sites, dissertations, and college
publications has been used to develop a chronological history o f the two-year college
movement in Louisiana. Because of the scarcity of specific historical information
conceming two-year colleges in Louisiana, this is a topic to be explored, detailed, and
chronicled (Creswell, 1998). The collected information supports recent changes in the
higher education structure in Louisiana and encourages further development of the
community and technical college system.
The American Community College
The American community college had its origins in the late nineteenth century
and the early part of the twentieth century. As Cohen and Brawer (1996) explained, social
forces contributed to the rise of the community college concept in the United States.
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Most prominent were the need for workers trained to operate the nation’s
expanding industries; the lengthened period of adolescence, which mandated
custodial care of the young for a longer time; and the drive for social equality,
which supposedly would be enhanced if more people had access to higher
education” (p. 1).
Junior College Movement
The concept for the community college movement may be attributed to a group of
late nineteenth- and early twentieth-century university educators that wanted to focus on
providing education in the upper-division and graduate level at the universities: William
Rainey Harper at the University of Chicago, David Starr Jordan at Stanford University,
U. S. Commissioner of Education P. P. Claxton, A. F. Lange of the University of
California. They suggested the creation of junior colleges that would be responsible for
providing the general education courses at the entry level. This suggestion entailed the
addition of the 13* and 14* grade to public secondary education and provided a solution
for the need for higher education and vocational training (Cohen & Brawer, 1996;
Diener, 1986). Some major universities were designating the first two years of general
education as “junior college” and the last two years as “senior college.” During the early
part of the twentieth century, regional accrediting agencies were trying to determine what
was considered collegiate higher education. At the time, junior colleges could consist of
the thirteenth and fourteenth grade of high school, two years of education at normal
colleges for teachers, two-year university extension sites, private two-year colleges, and
the emerging comprehensive community colleges (Diener, 1986). The primary focus in
the junior college during the early part of the twentieth century was the provision of the
first two years of general education that would transfer to a university in which the
student could complete a degree in liberal arts or professional studies.
The junior college movement had its origins with a junior college established in
conjunction with a high school in Joliet, Illinois in 1902. California had instituted a
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statewide junior college system by 1907 (Avants, 1964). Junior colleges grew
incrementally over the years in numbers as well as in the functions, services, and
programs provided. For the first half of the twentieth century, the junior college was
known for offering general education, transfer programs, guidance and counseling, and
vocational training. Following World War II and with the availability of the G. I. Bill,
junior colleges expanded even further. Colleges experienced increases in enrollments, age
of the student enrolled, demand for vocational and technical training, and demand for
access. With open admissions and access, the colleges enrolled more students lacking
proper academic preparation to succeed at the collegiate level. The colleges added
remediation to encourage the academic success of the learner. The junior college soon
became the center of both non-credit and credit education in the community. The local
institution of higher education became the solution for social problems and community
renewal. Hence, as the role, scope, and mission of the junior college changed, the name
changed to “community” college (Diener, 1986).
Federal Government Role in Community College Development
State government has the primary responsibility and authority for providing
education and higher education. However, federal legislation has had a significant impact
on the growth and development of higher education and community colleges in the
United States. The Morrill Acts of 1862 and 1890 established land-grant colleges and
universities in every state for the purpose of providing traditional subjects, but also for
instruction in the vocational areas of agriculture, mechanical arts, and military sciences.
The Servicemen’s Readjustment Act of 1944 (G.I. Bill) contributed to the growth of
higher education and the need for community colleges as over 2.25 million veterans had
taken advantage of the program through 1956. The Civil Rights Acts of the 1960s opened
the door to higher educational opportunities for women, minorities, and the handicapped.
The Education Amendments of 1972 created federal programs that provided need-based
student aid (Diener, 1986; Trow, 1993).
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Beyond federal legislation, the 1947 report of the President’s Commission on
Higher Education, Higher Education fo r Democracy, had a significant impact on higher
education and community colleges in particular (Koltai, 1993; Cohen & Brawer, 1996).
The report clearly expressed the importance and benefits of access to two years of
postsecondary education. In addition, the report recommended an expanded role of the
junior college, and hence its recommendation for a change in name from junior college to
community college (Cohen & Brawer, 1996). Recent federal government support of the
community college effort has been demonstrated by the tax credit available through the
Hope Scholarship, the Workforce Investment Act, and ongoing support for vocational
and technical education through the Perkins Act (Vaughan, 2000).
Community College Development and Growth
The community college concept has grown fi-om nine two-year colleges in 1900
to almost 1200 public and independent two-year institutions in 2000 (Cohen & Brawer,
1996; Phillipe & Patton, 2000). Community colleges have experienced tremendous
growth in the past forty-five years. Community colleges now serve 44% of all higher
education undergraduate students in the United States and approximately 50% of
African-American, Hispanic, Asian/Pacific Islanders, and Native American
undergraduate students. (Phillipe & Patton, 2000). Community colleges offer accessible
and affordable post-secondary education through courses for transfer to 4-year
institutions, occupational/technical programs, remedial and developmental education, and
continuing education/workforce training. Community colleges have the unique role of
offering open admissions, providing opportunities for higher education to traditional and
non-traditional students, and working with increasingly diverse students with varied
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needs and goals (Filan, 1999; Koltai, 1993). Open admission policies and changing
demographics of students enable less prepared students to attend community colleges.
Diener (1986) appropriately described the two-year community college as the “open door
college” or “democracy’s college” because of the accessibility of higher education
opportunities to all Americans.
Community colleges are recognized as being responsive to the needs of students,
the community, and business and industry. As community colleges strive to meet the
needs of various constituents, state governments are demanding greater accountability for
higher education institutions (Zusman, 1999). The role of the junior/community college
in the past was blurred by determining if its scope and mission fell within that of
secondary education or higher education. The comprehensive community college has
grown significantly over the past 100 years. The community colleges of the twenty-first
century now occupy a place as distinct higher education institutions with specific, yet
ever-expanding scope and mission. Cohen and Brawer (1996) aptly described the unique
quality and characteristics of community colleges:
They do not typically provide the students with new value structures, as
residential liberal arts colleges aspire to do. Nor do they further the
frontiers of knowledge through scholarship and research training, as in the
finest traditions of the universities. Community colleges do not even
follow their own traditions. They change frequently, seeking new
programs and new clients. Community colleges are indeed untraditional,
but they are truly American because, at their best, they represent the
United States at its best. Never satisfied with resting on what has been
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done before, they try new approaches to old problems. They maintain
open channels for individuals, enhancing the social mobility that has
characterized America; and they accept the idea that society can be better,
just as individuals can better their lot within it (p. 37).
History of Higher Education in Louisiana
Louisiana Higher Education Origins
The history of higher education in Louisiana began with the founding of private
institutions. Centenary College, the first institution of higher learning in Louisiana, was
founded in 1825 under the control of the Methodist Conference of Louisiana and
Mississippi. Tulane University was founded in 1834 by a group of physicians as a
medical college. It later became a state institution of higher education, the University of
Louisiana in New Orleans in 1845. In 1884, through donations of a philanthropist, Paul
Tulane, and by vote o f the State Legislature, it again became an independent institution.
Other private higher education institutions were established in the nineteenth century:
Louisiana College in Pineville (Louisiana Baptist Convention), 1850s; and Dillard
University, formerly New Orleans University and Straight College (religious affiliation),
1869, in New Orleans {The Master Plan, 1978).
The Louisiana Legislature initiated steps to establish public higher education in
the state in 1855. Louisiana State University had its begitmings as the Louisiana State
Seminary of Learning and Military Science in Pineville, Louisiana. The first class began
in 1860 and William T. Sherman was the Superintendent. The institution closed in 1861
because o f the Civil War, but reopened in 1865. When the institution humed in 1869, it
relocated to Baton Rouge and was renamed Louisiana State University (LSU). LSU later
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merged with the original state land-grant university, Louisiana State Agricultural and
Mechanical University in New Orleans, to form Louisiana State University and
Agricultural and Mechanical College in Baton Rouge in 1876. Four more public higher
education institutions were created by the Louisiana Legislature during 1880-1900.
Southern University, a university for African -American students, was established in
1880 in New Orleans. The institution was recognized as a land-grant institution in 1890,
and was relocated to Scotlandville (near Baton Rouge) in 1914. Louisiana Normal
School, now Northwestern State University, was founded in 1884 to offer two years of
training and study for teachers. The Industrial Institute and College of Louisiana at
Ruston, now Louisiana Tech University, was established in 1894 to train students in
technical studies. The Southwestern Louisiana Industrial Institute, now the University of
Louisiana at Lafayette, was created in 1898; opening in 1901. {The Master Plan, 1978;
Historical Sketch, 1960; Pinsel, n.d.).
Public Higher Education in Louisiana in the Twentieth Century
A brief overview of the development of public higher education in Louisiana in
the twentieth century is presented {The Master Plan, 1978; Historical Sketch, 1960;
Pinsel, n.d.):
1900s:
-

Colored Industrial and Agricultural of Lincoln Parish opens in 1901 (now Grambling
State University).

-

Southwestern Louisiana Industrial Institute opens in Lafayette in 1901 (now
University o f Louisiana-Lafayette).
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-

Colored Industrial and Agricultural of Lincoln Parish changed name to North
Louisiana Agricultural and Industrial Institute and moved to Grambling in 1905.

1910s:
Southwestern Industrial Institute offers senior high school and junior college course
work (1916).
Industrial Institute at Ruston uses junior college standards for curriculum
development.
-

North Louisiana Agricultural and Industrial Institute changed name to Louisiana
Negro Normal and Industrial Institute, and became a state junior college in 1918.

1920s:
-

Delgado Community College was opened as a vocational trade school by the City of
New Orleans in 1921.

-

The citizens in Hammond opened Hammond Junior College at Hammond High
School in 1925.

1930s:
-

Ouachita Parish Junior College opened (1931), became Northeast Center of LSU in
1934, and Northeast Junior College of LSU in 1939.

-

Grambling State Junior College was reorganized to offer teacher education (1936).

-

Hammond Junior College became Southeastern Louisiana College and changed its
status to a four year program (1938).

-

Lake Charles Junior College of LSU was formed (1939).

1940s:
-

Francis T. Nicholls Junior College of LSU was opened in Thibodaux (1948).
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1950s: The 1950s brought the shift of three junior colleges to senior college status:
-

Northeast Louisiana State College in 1950 (former Ouachita Parish Junior College).

-

McNeese State College in 1950 (former Lake Charles Junior College)

-

Francis T. Nicholls State College in 1956 (former Nicholls Junior College)

-

Two four-year branch campuses for LSU and Southern University were approved for
construction in New Orleans in 1956.

-

The legislature also approved a two-year branch campus of LSU in Alexandria in
1956.

1960s: The expansion of higher education institutions continued in the 1960s.
-

Two two-year branch campuses of LSU were created at Eunice (1967) and
Shreveport (1966).

-

Delgado began awarding junior college degrees.

-

Bossier Parish and St. Bernard Parish School Boards were authorized to offer
collegiate level courses as the 13*’’ and 14*^ grades of high school, under the
governance of the local parish K-12 school board and the Louisiana Board of
Elementary and Secondary Education (1966).

-

Southern University established a two-year branch campus in Shreveport (1966).

1970s:
-

Delgado Junior College changed governance to the State Board of Education in 1970.

-

LSU-Shreveport gained four-year status in 1972.

-

Louisiana higher education governance was reorganized into three management
hoards through a change in the state constitution in 1973: Board of Trustees for State
Colleges and Universities, Louisiana State University Board of Supervisors, and the
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Southern University Board of Supervisors, with one statewide coordinating and
policy-making board, the Louisiana Board of Regents.
The Board of Regents is responsible for the planning and effective development and
coordination of higher education in Louisiana institutions. The constitution gave the
Board o f Regents authority over proposed and existing degree programs, administrative
units, departments of instruction, facilities, and finance. This position of authority placed
the Board of Regents in a position to address the issues of the United States v. Louisiana
desegregation lawsuit. (Thom, 1984).
1980s: No new higher education institutions were developed in Louisiana during the
1980s. The state had 28 institutions or units for higher education at this time. A lawsuit
brought against the State of Louisiana for operating a racially dual system of higher
education was settled without trial by the state agreeing to the provisions of the consent
decree in September 1981. The consent decree was actually a “ .. .plan designed to expand
opportunities for all citizens through enhancement of the state’s predominantly black
institutions and closer cooperation between the proximate predominantly white and
predominantly black institutions” {Excellence in the Eighties, 1984, p. 10). The 1980s
also saw serious budget problems for the colleges and universities of Louisiana that were
attributed to the failing petroleum industry and a related downtum in the economy
(Pinsel, n.d.).
1990s: The 1990s brought many changes that had significant impact on higher education
institutions in Louisiana.
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-

Elaine P. Nunez Vocational-Technical Institute and St. Bernard Parish Community
College merged and were placed under the governance of the Board of Trustees for
State Colleges and Universities in 1992 {The Master Plan, 1994).

-

The ongoing lawsuit conceming desegregation of higher education institutions in
Louisiana continued. The Settlement Agreement (1994) called for the development of
a community college in Baton Rouge that would be governed jointly by the Board of
Supervisors for Southem University and the Board of Supervisors for Louisiana State
University. Baton Rouge Community College opened to students in fall 1998.

-

Other community colleges were created by the Louisiana Legislature through Act
1369 of the 1997 Regular Session and Act 151 of the 1998 First Extraordinary
Session: South Louisiana Community College in Lafayette; River Parishes
Community College Sorrento; and Louisiana Delta Community College in Monroe.

-

The Louisiana Community and Technical College System was created by passage of
Act 141 and Act 170 in 1997; approved by constitutional amendment and citizen vote
in 1998, and began operation in July 1999 (“The Establishment of the LCTCS,”
2004). (Appendix A, map; Appendix B, timeline)

United States v. State o f Louisiana
The ongoing desegregation lawsuit has had a significant impact on higher
education and community colleges in Louisiana. Raffel (1998) explained that the State of
Louisiana has been in court conceming the desegregation of its colleges and universities
since 1969. The original case occurred when the U.S. Department of Health, Education
and Welfare (HEW) tried to force the state to end its dual system of higher education.
The dual system of public higher education began with the establishment of separate
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universities for blacks and whites in the late 1800s (Thom, 1984). When the
desegregation suit was filed against eight of the southem states, the State of Louisiana
was adamant that it had open admissions policies in its higher education institutions. The
state contended that they “.. .did not engage in activities designed to maintain segregated
institutions of higher teaming” (Carter, 1985, p. 1). After five years without providing a
satisfactory desegregation plan, HEW tumed the case over to the U.S. Department of
Justice.
The State of Louisiana was sued by the U.S. Department of Justice in 1974 under
the provisions of the Fourteenth Amendment of the Constitution of the United States
(Equal Protection Clause) and under Title VI of the Civil Rights Act of 1964 for
maintaining racially segregated higher education systems. In 1981, following seven years
of pretrial conferences, the State of Louisiana agreed to a consent decree to avoid trial.
The state agreed to implement recommendations that would lead to increased
desegregation of colleges and universities in Louisiana (Ebarb, 1995; Kaplin & Lee,
1995; Whalen, 2001). The consent decree was in place from 1981-1987. The consent
decree called for (a) other-race recmitment efforts and scholarships, (b) improvement of
facilities at Historically Black Colleges and Universities (HBCU), (c) faculty and student
exchanges, (d) joint programs, (e) increased minority representation on all management
boards, (f) recmitment o f minority faculty, (g) addition of academic programs at HBCUs,
and (h) review of current and proposed academic programs to prevent duplication
{Consent Decree, 1981; Thom, 1984; Whalen, 2001).
In 1988, U.S. District Judge Charles Schwartz, Jr. mled that the agreement had
not been met as the segregated higher education system had not been dismantled. He
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ordered additional changes in the higher education system (Kaplin & Lee, 1995; Jaschik,
1993). In another opinion in 1989, the judge ordered the merging of the three public
higher education systems, creation of a community college system, and reduction of
duplicative programs. In 1990, Judge Schwartz withdrew his 1988 ruling following a
ruling of the Fifth Circuit federal appeals court in a Mississippi desegregation case: Ayers
V.

Allain, now titled United States v. Fordice (Kaplin & Lee, 1995). The ruling concluded

that Mississippi must make affirmative efforts, but was not required to have the same
funding, admission standards, enrollment, or programs at all higher education institutions.
Plaintiffs appealed this ruling to the U.S. Supreme Court. The Supreme Court reversed
the decision of the Firth Circuit Court of Appeals. In 1992, Judge Schwartz ordered new
hearings, when the Mississippi {Fordice) case went to the Supreme Court. Using the
standards set by the Supreme Court, he determined that Louisiana higher education had
not desegregated. The heart of the issue was the state’s governance structure for higher
education with four separate governing boards, admissions criteria, and program
duplication (Mercer, 1992). In 1993, U.S. District Judge Charles Schwartz, Jr. ordered
the state to the following:
• The creation of a single governing board and higher education system for Louisiana’s
public colleges. The board would replace the current coordinating board and three
governing boards.
• The designation of Louisiana State University at Baton Rouge as the state’s flagship
institution, with tough admissions standards and no remedial courses.
• The designation of four other institutions as “intermediate,” meaning that they would
have some graduate programs, slightly less-stringent admissions standards than LSU
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at Baton Rouge, and no remedial courses. These institutions would be Louisiana Tech
University, Southem University at Baton Rouge, the University of New Orleans, and
the University of Southwestem Louisiana.
•

The creation of a community college system to consist of the two-year campuses that
had been spread among three higher education systems.

•

A review by the new goveming board of all academic programs to eliminate those
that duplicated nearby offerings, and to insure that the availability of academic
programs helps, rather than hinders, desegregation.

•

The creation of new affirmative action programs for students and faculty members.
Each institution would have to create scholarships for minority students and have at
least one admissions officer whose role would be to recmit students of the race not in
the majority on its campus (Jaschik, 1993, p. A23).

The Attomey General o f Louisiana requested a stay of Judge Schwartz’s order, hut the
stay was refused. The State also appealed the order to the Fifth Circuit Court of Appeals
in New Orleans (Mercer, 1993). A three-judge panel of the U.S. Court of Appeals for the
Fifth Circuit Court mled that the plan ordered by a lower court to desegregate Louisiana
higher education did not “.. .adequately establish links between the practices it sought to
eliminate and illegal segregation” (Jaschik, 1994, p. A34). The appeals court also ordered
Judge Schwartz to reconsider the case.
The next college desegregation trial for Louisiana was delayed to allow time to
prepare following the trial on college desegregation in Mississippi (Mercer, 1994). A
more than $120 million settlement was reached in November 1994. The settlement
agreement involved the development of the Baton Rouge Community College that would
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be jointly administered by the LSU and Southem University systems and management
boards. The settlement included $65 million for deferred capital improvements of the
HBCUs. As a part of the settlement, the legislature allocated funding for development of
doctoral, master, and bachelor degree programs at Southem University and Grambling
State University campuses. The settlement also addressed minority graduate scholarships
at predominantly white universities, capital facilities improvements at Southem
University campuses, mission and admission criteria of proximate institutions,
development of new programs to attract other race students, and recmitment and
retention programs for other race students (Ebarb, 1995; Guemsey, 1997; Healy, 1995;
Raffel, 1998; Whalen, 2001). The settlement agreement monitoring committee reported
in 2001 that Louisiana was complying with the settlement agreement, but minimal
changes in the integration o f students, faculty, staff, and administrators had occurred
(Whalen, 2001).
Baton Rouge Community College (BRCC) was slated to open in fall 1997, but
was delayed for a year because of various concems and disagreements. “The college was
meant to encourage more cooperation among black and white institutions, and to insure
that students of all races in and around Baton Rouge had the opportunity to get an
associate’s degree” (Owen, 1998, p. A 27). The media reported that BRCC generated the
outcomes hoped for by the federal judge in desegregating Louisiana higher education. By
fall of 2001, three years after opening, the college had an enrollment of 4,180 with
approximately 25% African-American students. The number of minority student enrolled
is expected to increase with accreditation. (Dyer, 2001, December 15). In its fifth year of
operation, the college achieved regional accreditation candidacy and is qualified for Title
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IV for financial aid for Pell grants and other federal grants and loans (“Office of
Chancellor,” 2004).
The 1994 Settlement Agreement will expire in December 2005. The State of
Louisiana has implemented the initiatives of the consent decree and settlement
agreement, and has spent over $200 million. The percentage of black students attending
historically white institutions actually decreased from 55 % to 47 % from 1981 to 1987.
The number of white students attending historically black institutions of higher education
had also declined (Ebarb, 1995). The basis of the original lawsuit was the separate
racially identifiable goveming boards and institutions in Louisiana. The racially
identifiable goveming board, Southem University Board of Supervisors, and four racially
identifiable institutions remain intact and retain their identities as historically black
institutions.
The research by Ebarb (1995), the final settlement agreement, and the suggestions
of parties to the federal lawsuit indicate that the expansion of two-year colleges in
Louisiana could be a promising strategy to improve the minority participation in higher
education in Louisiana. The successful development of Baton Rouge Community College
seems to support this strategy. In addition, the Board of Regents’ Trends and Statistics o f
Louisiana Public Post Secondary Education: The 2000 Accountability Report, indicated
that minority enrollment in fall 1998 was 42.2 % of total enrollment in community
colleges compared to 35.0 % of total enrollment in four-year colleges and universities in
the state. These statistics appear to indicate that the ready access, open admissions,
occupational and workforce training programs, remedial support, and other traditional
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services offered by community colleges may aid in increasing minority enrollment in
higher education institutions in Louisiana.
Two-year College Development in Louisiana
The history o f the development of community colleges in Louisiana was, at times,
contrary to the history of community college development in other states. Louisiana
actually has a rich history of two-year college development during the first 50 years of
the twentieth century. However, when most states were building or expanding their
community colleges in the 1950-1970s, Louisiana was converting their two-year colleges
to universities. Many state universities in Louisiana had their origins as two-year
colleges; yet, it was not until 1999 that a statewide community college system was
developed in Louisiana. A bulletin. The Junior College Movement in Louisiana, was
prepared in 1928 conceming the development of junior colleges in Louisiana (Avants,
1964). In 1928, Legislative Act No. 173 gave parish school boards the authority to create
junior college districts through a two mill tax levy if approved by the voters of the parish.
The only junior college created in this manner was Ouachita Parish Junior College in
Monroe (now University o f Louisiana at Monroe).
Louisiana Normal School (now Northwestern State University) began in
Natchitoches in 1884, offering two years of training and study for teachers. The Industrial
Institute and College o f Louisiana at Ruston (now Louisiana Tech University) opened to
students in 1895. The Institute awarded the Bachelor of Industry degree to its first
graduate in 1897. Junior college standards were used in 1917 to organize the Institute’s
curricula, and diplomas were issued at the junior college level. The Southwestem
Industrial Institute (now University of Louisiana-Lafayette) opened in Lafayette in 1901.
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The school provided high school and industrial training. By 1916, it was offering senior
high school and junior college course work. Gramhling State University hegan in 1901 as
the Colored Agricultural and Industrial School to train African-American students
through the tenth grade with emphasis on industrial, domestic, or farming education. The
school remained primarily a secondary training school until 1928 when Grambling
became a state-supported junior college. Southeastern Louisiana University hegan as
Hammond Junior College in 1925, established by the citizens of Hammond and
Tangipahoa parish. It served as a two-year college until governance was transferred to the
State Board o f Education as a four-year college in 1938. Ouachita Parish Junior College
(now University of Louisiana at Monroe) opened for students in 1931. Lake Charles
Junior College (now McNeese State University) opened in 1939. Nicholls Junior College
(now Nicholls State University) opened in Thibodaux in 1948. These former junior
colleges had all achieved four-year college or university status by the 1950s {Historical
Sketch, I960). Additional two-year colleges were authorized by the Louisiana legislature:
Louisiana State University-Alexandria (1959), Louisiana State University at Eunice
(1964), Louisiana State University at Shreveport (1964), and Southem University at
Shreveport/Bossier City (1964). The legislature also authorized the establishment of pilot
programs of 13* and 14* grades with govemance by the local K-12 school hoards in
Bossier and St. Bemard Parishes {Excellence in the Eighties, 1984; Master Plan, 1994).
The 1978 Master Plan noted that the Board of Regents was authorized to
“.. .study the need for and feasibility of any new institution of post-secondary education,
including branches of institutions and conversion of two-year institutions to institutions
offering longer courses o f study” (p. 13). The Louisiana legislature authorized and
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requested feasibility studies of the need for two-year commuter community colleges in
various areas of the state throughout the 1960s and 1970s. The legislature realized that
educated citizens were the basis of a good government. They desired higher education
facilities within easy access of all citizens of the state. A feasibility study by the
Louisiana Department of Education in 1964 (Avants, 1964) provided criteria for
establishing community/commuter/junior colleges in the state. The study recommended
the survey of need, potential enrollments, geographical location, and community interest
to determine the feasibility of establishing a new college in the state. The availability of
funding, space for initial development and future growth, and proximity of other
institutions of higher education would also be considered when determining the
feasibility of new institutions. Feasibility studies for the establishment of community
colleges were requested for Ville Platte-Ermice-Jennings, Tensas, Concordia, Catahoula,
Washington, and St. Tammany Parishes in 1964; DeRidder in Beauregard Parish in 1967;
New Orleans East in 1975; Jefferson Parish/West Bank in 1975; and St. Tammany Parish
in 1978. The Board of Regents’ conclusions in these studies generally supported the
value of community colleges, but noted that limited state funds, competition with existing
institutions of higher education, duplication of services, potential limited enrollments, or
other factors led to their lack of support for the development of new commimity colleges
in these areas (Avants, 1964; Feasibility Study/DeRidder, 1967; Study o f Feasibility/New
Orleans East, 1975; Study o f Feasibility/West Bank, 1975; Study o f Feasibility/St.
Tammany Parish, 1978).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

32

Development of a Comprehensive Commimity College System in Louisiana
The 1978 Louisiana Board of Regents Master Plan indicated that a balanced
system of higher education includes “...the comprehensive state university, the senior
college or university, and the two-year community or junior college” (p. 15).
Characteristics o f the community college include open admissions, low tuition,
occupation degrees and certificates, transfer courses, and community service. The
document noted that Louisiana did not have a comprehensive community college system
with only four public two-year colleges, and only one institution recognized as
comprehensive. The senior universities of the state filled the void by offering associate
and certificate programs in some areas. In addition, universities developed remedial
courses to meet the needs of the academically under-prepared students. The 1978 Board
of Regents’ Master Plan recommended that the four two-year colleges, as well as the
senior institutions, add certificate and associate programs in occupational areas. The
Board of Regents further proposed that two-year institutions be established in areas
where enrollment projections would be at least 1,500 by the end of the third year of
operation.
The evolution of the higher education system in Louisiana did not result in the
development of a community college system, as it did in many other states during the
1960s to 1970s. Louisiana needed more two-year degree programs in the late 1970s, but
the state could not support the development of a community college system at that time.
In lieu o f community colleges, the Board of Regents expanded the role and mission of
many of the senior institutions to include those of a community college. Because of the
deficit of community colleges, the state universities maintained open admissions policies.
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offered developmental/remedial courses, offered associate degrees and certificates in
occupational programs, and provided other support services associated with the
comprehensive community college from that time to the present. The 1978 Master Plan
also identified the need to move St. Bemard Parish Community College and Bossier
Parish Community College, pilot programs offering 13* and 14* grade courses through
the local parish K-12 school boards, to a higher education board of govemance.
The 1984 Board of Regents’ Master Plan recognized the need for a
comprehensive community college system and observed that the national trend toward
community college development was not probable in Louisiana,
Nationwide, the most rapidly developing sectors of postsecondary education are
programs at the associate and certificate levels. These programs are being
established to meet the needs of populations traditionally underserved by higher
education: students who are more vocationally than academically oriented and
employees in various occupations who wish to pursue part-time study. In many
states, this need is fulfilled by a system of comprehensive community colleges.
The system of higher education in Louisiana, however, has not evolved in this
manner, and the resources required to provide a comprehensive system of
community colleges are not likely to be available during the foreseeable future.
(p. 85)
Because o f the lack o f political support and financial resources for the development of a
comprehensive community college system, the 1984 Louisiana Board of Regents’ Master
Plan (Excellence in the Eighties, 1984), restated the recommendation of the 1978 Master
Plan to expand the occupational and technical programs in the existing two-year colleges.
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Where no two-year colleges existed, the senior institutions were requested to expand their
certificate and associate degree programs. Of sixty certificate and associate degree
proposals approved during 1978-1984, forty were located in senior institutions. In the
1984 Master Plan, LSU-Eunice and Delgado Community College were identified as
comprehensive community colleges, yet LSU-Alexandria and Southern University in
Shreveport were identified as primarily transfer institutions. St. Bernard and Bossier
Parish Community Colleges remained under the Board of Elementary and Secondary
Education, however, the Board of Regents recommended either their move to a higher
education board o f governance or elimination.
The 1994 Louisiana Board of Regents’ Master Plan once again strongly
recommended the development of a community college system in Louisiana. The
document noted that Louisiana was the only state in the United States without a
community college system in 1994. The four-year colleges and universities of Louisiana
compensated for the void o f comprehensive community colleges by offering certificates
and associate degrees, as well as other traditional community college services. The 1994
Master Plan indicated the need for community colleges that would offer occupational
training and retraining to the workforce in the community. The report noted that a shift in
services would be more cost effective. The 1994 Master Plan also recommended the
monitoring of Nunez Community College (former St. Bernard Parish Community
College) and the development of a community college in Baton Rouge. A community
college task force was established to investigate the needs for and development of a
community college system. The task force was made up of legislators, representatives of
the Governor’s office, and other state and community leaders. The Board of Regents used
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the information and recommendations of the community college task force to prepare a
report for the Louisiana Legislature in spring 1995.
The Louisiana Board o f Regents’

Master Plan, prepared in 1978, and

subsequent planning documents, recommended the development of a statewide
community college system to provide Louisiana with a “balanced” higher education
system. Numerous legislative resolutions were filed conceming feasibility studies for
community colleges in various areas of the state in 1996. To address these requests and
resolutions, the Board of Regents prepared the Board o f Regents ’ Feasibility Study:
Developing a Comprehensive Statewide Community College System and Establishment o f
Community Colleges in Specific Geographic Areas report in March 1996. The report
noted that numerous panels, task forces, and studies had addressed the need for
developing a comprehensive community college system in Louisiana. The Board of
Regents’ report indicated that “.. .governance, money and political reality appear to have
been the major stumbling blocks to implementation...” of a community college system
{Developing a Statewide Comprehensive Community College System, 1996, p. 2).
The 1996 Board of Regents’ feasibility study. Developing a Comprehensive
Statewide Community College System and Establishment o f Community Colleges in
Specific Geographic Areas, emphasized that:
• There is a serious need for a community college system in Louisiana.
• Community colleges provide broader access, additional opportunities, training, and
contributions to community and economic development.
• The legislature should provide the means to affect the following in priority order in
establishing additional community colleges: 1) further implementation of Baton
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Rouge Community College, 2) establishment of at least one community college in
Regional Planning and Economic Development Districts 3 (Houma/Thibodaux), 5
(Lake Charles), and 8 (Monroe), and 3) establishment of a community college in the
Lafayette area (p. 10).
The Board of Regents addressed the various legislative resolutions by indicating that
requests for community colleges in particular areas of the state must consider
enrollments, other facilities, and funding. The Board of Regents recommendations
included establishing branch campuses of the nearest community college in the various
regions.
The Board o f Regents ’ Feasibility Study: Developing a Statewide Community
College System fo r Louisiana (1997) responded to the Senate Concurrent Resolution No.
110 of the Louisiana legislature. As the report presented,
Louisiana ranks near the bottom in the United States in the number of two-year
academic degree-granting institutions per capita, and it continues to lag behind in
the participation of its population in higher education. The Board of Regents
believes that a significant relationship exists between the limited number of
community colleges in Louisiana and the low higher education participation rates
in the state, (p. 4)
The 1997 Board of Regents’ report recommended that community colleges be established
with specified service areas. The instructional access could be maximized through the use
of existing facilities; the use of videoconferencing, computers, electronic technology; and
through operation o f satellite locations. The Board of Regents also recommended that the
community college tuition remain affordable to be effective and accessible to the
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maximum number of students. The report listed several proposed governance models
with the recommendation of a single statewide management board for all Louisiana
community colleges. The report identified the drawbacks to this proposal as
“.. .duplication in creating yet another higher education board, the requirement to amend
the state’s constitution, and the possible imwillingness of the other boards to relinquish
control over the two-year colleges” (p. 9). The report emphasized that established
community colleges must remain in the higher education system to allow for effective
coordination, articulation, and transfer of courses and programs.
Louisiana had six community colleges under three different systems in 1997.
Three community colleges were governed by the University of Louisiana System, Bossier
Parish Community College, Delgado Community College, and E. P. Nunez Community
College; two governed by the LSU System, LSU-Alexandria and LSU-Eunice; and one
governed by the Southern University System, SUS-Shreveport. The Louisiana legislature
passed a bill to create three new community colleges in 1997, Louisiana Delta
Community College in Monroe, River Parishes Community College in Sorrento, and
South Louisiana Community College in Lafayette. No colleges were included in the
Houma/Thibodaux or Lake Charles area, as was recommended by the 1996 Board of
Regents’ feasibility study. The legislators also approved a constitutional amendment to
form a community college system in the state (Healy, 1997). The original plan was to
place the six existing community colleges under one board and add the three newly
created community colleges to the system.
As predicted, the community college system plan faced opposition from the
governing boards and administrators (Dyer & Wright, 1997, April 21). The “turf battle”
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intensified when a governor-appointed task force considered the inclusion of the state’s
vocational-technical colleges in the unified community college system (Dyer, 1997,
December 29). The final plan proposed by the governor called for the restructuring of the
higher education system and the creation of a community and technical college system.
Southem University-Shreveport (SUS), LSU-Eunice (LSUE), and LSU-Alexandria
(LSUA), purported to be primarily two-year transfer institutions, were allowed to remain
under the control of their parent universities (Coates, 1998). However, the 2001 Master
Plan continued to describe SUS, LSUE, and LSUA as comprehensive community
colleges. The proposed new community and technical college system was composed of
the 43 vocational-technical colleges. Baton Rouge Community College, Bossier Parish
Community College, Delgado Community College, Nunez Community College, and the
three proposed community colleges in Lafayette, Monroe, and Sorrento (Dyer, 1998,
May 18).
The Louisiana legislature passed Act 141 and Act 170 that proposed the creation
of community and technical college management board. The Constitutional amendment
to create a new management board for the community and technical college system was
approved by voters in 1998. This change helped to elevate Louisiana from the state with
the smallest number o f community colleges per capita in the nation (Dyer, 1999, July 26).
Baton Rouge Community College and South Louisiana Community College in Lafayette
opened for enrollment in fall 1998. River Parishes Community College opened near
Sorrento in 1999. Louisiana Delta Community College in Monroe opened in fall 2001.
As of July 2003, the Louisiana Community and Technical College System (LCTCS)
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consists of seven community colleges, two technical community colleges, and one
technical college with 40 branch campuses (participant interviews, 2003).
The LCTCS was bom from the diligence of the Board of Regents to create a
“balanced” higher education system in Louisiana, the necessity to meet the requirements
of the long-standing desegregation issues, the changing needs of business and industry
for a more technically trained workforce, and the ultimate support of then Govemor
Murphy J. “Mike” Foster, the State legislature, and citizens of Louisiana. The newly
formed LCTCS has served to be the impetus to creating a higher education system that is
more balanced and poised to meet the demands and needs of the technologically
expanding workforce of the twenty-first century.
The Louisiana Board o f Regents’ Master Plan fo r Postsecondary Education, 2001
established goals and objectives for higher education institutions in Louisiana.
Attaining the goals, objectives, and targets set forth in the Master Plan requires
a comprehensive system of postsecondary education, with boards and
institutions contributing in both general and specific ways through uniquely
defined roles. Services must be provided at a variety of levels to the citizens in
each region of the state in an efficient and effective manner utilizing a variety of
delivery mechanisms. Each institution occupies a unique niche in the
postsecondary education system. While some have much larger enrollments
than others and some a wider array of degree offerings, neither of these
characteristics are indicative of quality or excellence. Rather, quality is
measured by how well an institution carries out its defined role, scope and
mission, (p. 9)
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The three primary goals for postsecondary education are (a) to increase opportunities for
student access and success, (b) to ensure quality and accountability, (c) to enhance
services to community and state {Master Plan, 2001, p. 2). The LCTCS institutions are
instrumental to the success of the Master Plan. With the increased numbers of
community colleges in the various regions of the state, higher education is more readily
accessible to the population. Cohen and Brav^^er (1996) found that most community
colleges in the nation are built in locations to serve approximately 90 % of a state’s
population and were within a commuting distance of 25 miles. They further contended
that when the number of colleges in the state reaches this ratio, the state has a mature
community college system. While the location and number of Louisiana community
colleges does not yet meet Cohen’s criteria, the state is making rapid and steady progress
in this area. Rapid increases in enrollment in the new community colleges are
demonstrated by an increase from 27,451 students enrolled in all two year colleges to
39,550 in fall 2003 in all two year colleges.
The Master Plan (2001) established seven missions for the institutions that are
supervised by the LCTCS: (a) economic development, (b) workforce development, (c)
basic skills and literacy development, (d) general educational development, (e) career
skills development, (f) university-level, lower division educational development, and (g)
secondary school vocational-technical educational development. These are the traditional
mission “pillars” of community colleges. In addition to the academic transfer and
occupational programs, community colleges focus on developmental education, which
encourages the success of students. The LCTCS has embraced workforce development
and incumbent worker training programs to provide the state and communities with
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workers that are retrained or prepared to work in many occupational areas (Boulard,
2001 ).

The Master Plan (2001) called for a reconfiguration of the delivery system of
higher education in Louisiana. In an effort to “.. .facilitate access for success, and to
allow for the best use of the state’s resources,...” specific admission criteria have been
established for all public colleges and universities in Louisiana. The selective admission
criteria framework has three categories and an open admission category. The criteria for
admissions include high school curriculum, high school grades, high school rank, and
standardized test scores. In addition, students that place in more than one remedial course
will not be admitted to the university. Institutions will implement the new admissions
criteria by fall 2005. The implementation of this policy is likely to have a significant
impact on the community colleges of the state. Implementation of higher admission
standards at Southem University in fall 2001 resulted in a slight decrease (400 students)
in enrollment, however. Baton Rouge Community College realized a 70% increase over
the previous fall (Dyer, 2001, October 11). A portion of BRCC’s enrollment increase is
attributed to the change in admission standards at Southem University (Dyer, 2001,
December 15). The Board of Regents and the higher education institutions of the state are
preparing for the impact of the implementation of the new admissions standards as
mandated by the 2001 Master Plan. The Board of Regents staff noted that if the standards
had been implemented in fall, 2001, approximately a third of the 23,722 entering
freshmen in four-year institutions would have been relegated to the state’s community
colleges. The Board o f Regents hired a consulting firm to plan for the potential
enrollment shift o f students. In addition, campus expansions and constmction projects are

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

42

moving forward. The Board of Regents is also determining classroom space availability
to assure maximum use o f existing facilities (http://www.regents.state.la.us).
Two-Year Colleges in Louisiana
A description of the two-year colleges in Louisiana at the time of this study
follows:
Baton Rouge Community College (LCTC Svstem):
Baton Rouge Community College was established in 1995 to serve an eightparish area surrounding Baton Rouge. The community college was formed as a result of a
court settlement to serve as a desegregation tool. Originally, Louisiana State University
and Southem University jointly administered the community college. The first chancellor
of the college began in January of 1996. Sixty acres of land were purchased near the
center of Baton Rouge in 1997. The first building was completed in summer of 1998,
with the first students enrolled in fall 1998. The response to the new community college
was more than expected when 1,866 students enrolled. Articulations were established
with area universities to allow for student transfer of courses. “The student body reflected
the diverse demographics of the region, including traditional and non-traditional, firstgeneration, and continuing education students” (BRCC Catalog, 2002, p. 6).
The need for additional classroom space resulted in the appropriation of a former
vocational school for fall 1999. Two interim chancellors served from July 1999 until
November of 2000. Dr. Walter Bumphus assumed the chancellor’s position in fall 2000.
A second classroom building and renovations of another facility were available in 2002.
A new BRCC chancellor was appointed to the position in fall 2002 after Dr. Bumphus
assumed the position of President of the LCTCS {About BRCC, 2002; BRCC Catalog,
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2002; Meet BRCC’s New Chancellor, 2002; Dyer, 2002, May 13; Dyer, 2001, December
15; Lords, 2000). The new community college has experienced turmoil and rapid
transition, with the numerous administrative changes, expeditious building construction,
and significant student growth over the past five years. In spite of these challenges,
BRCC continues to grow. The college served over 5,700 students in fall 2003 with
enrollment expected to exceed 8,000 in the next few years (Board of Regents Fall 2003
Enrollment report).
Bossier Parish Community College (LCTC Svstem):
Bossier Parish Community College (BPCC) was created as a pilot program for
two-year commuter colleges by resolution of the Louisiana legislature in 1966. The first
classes began in fall 1967 with 101 students enrolled. BPCC was administered by the
parish K-12 school board as the 13* and 14* grades for 30 years. The college served as a
junior college for the first 12 years and provided courses for transfer to colleges and
universities in the area. BPCC was authorized to award associate degrees in 1979. BPCC
held classes in a wing o f Airline High School for 12 years. The first building was built for
the college in 1980 with another building built in 1987. Continued growth caused the
college to lease buildings and purchase temporary classroom buildings. A manufacturing
building located about a mile from the main campus was initially leased and later
purchased and renovated in the early 1990s to relieve the burgeoning campus.
The College transferred governance from the Bossier Parish School Board to the
University of Louisiana System in 1997 and again to the newly developed LCTCS in July
1999 {History o f the College, n.d.). The College had an enrollment of approximately
4,324 academic students in fall 2003 (Board of Regents Fall 2003 Enrollment Report).
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The College is progressing with plans to develop a 77-acre tract of land with the
construction of a $60 million campus. Projected completion of the project is anticipated
by December 2004 (BPCC’s Making the Move, n.d.).
Delgado Community College (LCTC Svstem):
Isaac Delgado, a wealthy New Orleans merchant, bequeathed the City of New Orleans a
portion of his estate for the establishment of a trade school for boys. Because of this
generous donation, the City of New Orleans established Delgado Central Trades School
as a vocational training center in 1921. The school expanded its mission by adding twoyear college programs to its technical training in the 1960s. The name also changed to
Delgado Trades and Technical Institute. A name change occurred again in 1966 when it
became Isaac Delgado College and then Delgado Vocational-Technical Junior College.
In 1970, the State legislature transferred the college from control of the City of New
Orleans to the State Board of Elementary and Secondary Education. The name of the
college was change by the legislature in 1980 to Delgado Community College. The
Orleans Regional Technical Institute merged with Delgado Community College in 1997
through a legislative act. Delgado Community College consists of three campuses: City
Park Campus with over 9,000 students. West Bank Campus, and the Slidell Learning
Center. Delgado has over 16,501 students in fall 2003 semester, with approximately 48%
minority enrollment (DCC Catalog, 2000; Kelly, n.d.; Board of Regents Fall 2003
Enrollment Report)
Elaine P. Nunez Community College (LCTC Svstem):
Nunez Community College (NCC) began as the 13'*’ and 14**^ grades of the St.
Bernard Parish School Board. The college was originally named St. Bernard Parish
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Community College and was housed in the local high school. An act of the state
legislature merged St. Bernard Parish Community College and the Elaine P. Nunez
Technical Institute in 1992. The community college was under the governance of the
University of Louisiana System from 1992 until its transfer to the new Louisiana
Community and Technical College System in 1999. The campus of the merged college
was located at the former technical institute. Additional buildings were built in 1994 and
2000. In addition, the College acquired another facility to house administrative offices.
The college also operates the Plaquemines Learning Center at Port Sulphur. The College
serves approximately 2,000 students each semester (Elaine P. Nunez Community College
Catalog, 2002; Nunez Community College, n.d.).
Louisiana Delta Communitv College (LCTC Svstem):
The Louisiana Delta Community College (LDCC) is the newest community
college in the LCTCS, serving a twelve parish area in northeast Louisiana. The college
opened in fall 2001 and shared facilities with Delta-Ouachita Technical College in West
Monroe until moving to a temporary facility on the University of Louisiana at Monroe
campus in August 2003. LDCC’s fall 2003 enrollment more than doubled from a fall
2002 enrollment of 280 students to 580 students {BOR Fall 2003 Enrollment Report).
LDCC faculty also taught 250 developmental math students at Louisiana Tech University
in Ruston in fall 2003 (M. Sullivan, personal communication, January 21, 2004).
Louisiana State Universitv-Alexandria (LSU Svstem):
The Louisiana legislature authorized the establishment of Louisiana State
University-Alexandria as a two-year commuter college in 1959. The first students
enrolled in 1960. LSUA services a nine-parish area on the former Dean Lee Agricultural
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Center of LSU. The institution offers two-year associate degree occupational programs as
well as transfer programs (Louisiana State University-Alexandria Catalog, 2000). LSUA
was authorized by the Louisiana legislature to become a four-year college in 2001,
leaving central Louisiana without a community college.
Louisiana State University-Eunice TLSU Svstem):
The Louisiana Legislature authorized the establishment of Louisiana State
University at Eunice as a two-year commuter college in 1964. The first students were
enrolled in fall 1967. LSUE maintains the overall mission of the LSU System, but also
strives to provide programs and services similar to a comprehensive community college.
LSUE offers associate and certificate degree programs in many occupational areas
{Louisiana State University-Eunice Catalog, 2000).
River Parishes Communitv College (LCTC Svstem):
The River Parishes Community College was created by the state legislature in
1997, with classes beginning in 1999. The College is located in Sorrento and serves a
five-parish area {History-River Parishes Community College, 2001). Enrollment has
slowly increased to 687 students enrolled in fall 2003 (Board of Regents Fall 2003
Enrollment Report).
South Louisiana Communitv College (LCTC Svstem):
South Louisiana Community College (SLCC) was created by the state legislature
in 1997. SLCC is located in southwestern Louisiana in Lafayette with a branch campus in
New Iberia. SLCC serves an eight-parish area. The college offered a limited number of
classes in the summer of 1998. SLCC expanded course offerings at the New Iberia
campus and began offering classes at a site in Lafayette in 1999 (SLCC Catalog, 2000).
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The fall 2001 enrollment was 1, 021 students and had increased to 1,531 students in fall
2003. SLCC began a $17.5 million facility on a 38-acre tract with plans to move to this
location in late 2004 (Dyer, 2002, Board of Regents Fall 2003 Enrollment Report).
Southem University-Shreveport (Southem University System):
The Louisiana legislature authorized the establishment of a unit of the Southem
University System at Shreveport (SUS) in 1964. This institution was to serve as a twoyear commuter campus emphasizing the first two years of college and university work.
The institution is located on 101 acres of land in northwest Shreveport. The institution
accepted students to courses in the fall of 1967 {Southern University Shreveport-Bossier
City Catalog, 2000). The Board of Regents’ 1978 Master Plan recommended that SUS
expand its mission and plan and offer services similar to that of a comprehensive
community college. The current SUS mission statement reflects this change in stating
that SUS “ .. .is a comprehensive community college that prepares students for careers in
technical and occupational fields” {SUS Catalog, 2000, p. 17).
Summary
Louisiana has a rich and sometimes controversial history of higher education.
Investigation into the history of higher education in Louisiana found that two-year
colleges have played a pivotal role in the education of citizens of the state for more than
100 years. The enabling legislation and Constitutional amendment approval by the voters
of Louisiana for the formation of the community and technical college system in 1998
indicated support and enthusiasm for accessible and affordable education and training for
the citizens of Louisiana. The comprehensive reconstruction of higher education was
reflective of the vision and support of the govemor, legislature. Board of Regents, and
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citizens of Louisiana. The stakeholders in Louisiana - students, parents, employers, and
taxpayers - have called for a coordinated and cost-effective higher education system for
many years. Inadequate resources as well as political end-fighting and “turf wars” often
have stymied the state’s progress in this arena. Improving the edueational, cultural, and
economic status of the citizens of Louisiana is a priority as reflected by the
implementation of new admission criteria, development of new community colleges,
improved funding for higher education, and numerous community college construction
projects. The development and ongoing support for the Louisiana Community and
Technical College System will make higher education accessible in terms of locale, cost,
academic transfer, and occupational training programs for the population of Louisiana.
As presented in the Louisiana Community and Technical College System Strategic
Plan for Quality Improvement (2002), “The mission of the Louisiana Community and
Technical College System is to prepare Louisiana’s citizens for improved quality of life,
workforce success, and continued learning” (p. 2). The history of the two-year colleges in
Louisiana and especially the rapid evolution of the Louisiana Community and Technical
College System and its constituent community colleges are relevant to this research. This
history provides historical context that led to the current climate and the rapid expansion,
development, and growth of the Louisiana Community and Technical College System
and its constituent colleges.
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Chapter Three
LITERATURE REVIEW
Faculty, staff, and administrators in community colleges require professional
development activities to maintain the continued growth, development, renewal, and
vitality of the individual and the institution. The roles and responsibilities of community
college professional personnel continue to change and expand. Continued education is
required to prepare community college personnel to meet new demands of a
technologically advanced and diverse society and the expectations of learners and the
community in higher education. Hitt, Ireland and Hoskisson (1995) state that, “The set of
knowledge possessed by a firm’s human capital is among the most significant of an
organization’s capabilities and ultimately may be the root of all competitive advantage”
(p. 78). Daigle and Jarmon (1997) also supported that professional development is a
component necessary to build and maintain the human capital of the college or university.
Just as physical, technological, organizational, and financial resources are viewed as
assets to be obtained, maintained, and developed, so are human resources (Hitt, Ireland,
& Hoskisson, 1995). An abundance of normative literature exists conceming the topic of
professional development; however, only a limited number of empirical research studies
have been conducted in this area in community colleges.
Definition of Professional Development
Alfano (1993) defined faculty and staff development as “.. .an omnibus term
referring to a myriad of activities that colleges undertake to enhance individual or
institutional capacities to teach and to serve students” (p.68). Four-year colleges and
universities are focused primarily on faculty development programs, yet most community
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colleges believe that all staff should take part in professional development activities of
the college (Smith, 1989). Menges and Mathis (1988) described professional
development as “the enhancement of academic careers” (p. 254). Professional
development activities may be categorized as (a) instructional development, (b)
organizational development, and (c) personal development (Bergquist & Phillips, 1977;
Smith; 1989). The Bergquist and Phillips model was further modified to include
community development. For Hamish and Wild (1992), professional development is
defined as “instructional innovation, faculty development, instruction intervention, and
instructional improvement efforts” (p.20). Many terms have been used in the literature to
describe the continuing education and development of professional staff. Terms inelude
faculty development, staff development, human resource development, instructional
development, or organizational development. Technically, professional development may
be considered a subset o f faculty development that involves only the improvement of
discipline-specifie professional knowledge (Sydow, 1993). However, professional
development, as defined in this study, is used as a term that encompasses the ongoing
education and development of all professional personnel in community colleges, to
include faeulty, counselors, librarians, and administrators.
Need for Professional Development Programs
Faculty Development
Watts and Hammons (2002) explained that the professional development
movement in community colleges began in the early 1970s, not from a particular event,
but from the rapid growth of community colleges in the nation at that time. The need for
professional development, as identified in the literature in the 1970s, involved changing
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environments, development of technology, diversity of students, new federal regulations,
and leadership issues. These needs are similar to needs for professional development in
community colleges today. Community colleges are experiencing many changes that
impact effective college teaching and leadership. The forces of change include rapid
changes in technology; economic resources; student demographics that include
differences in socio-economic level, academic preparation, and culture; developments in
teaming styles, and changes in the higher education work environment (Pincus, 1997,
Nwagwu, 1998). The catalysts for professional development are presented by Manzo
(1996) as:
... pressures from the public and lawmakers for more colleges to adopt
better accountability measures; the realization that a graying community
college faculty will mean a greater proportion of new and inexperienced
teachers in the next century; greater demands from students for quality
instmction; the growing popularity of total quality management strategies
and standards; and a desire among faculty for more resources and training
opportunities, (p. 10)
Training programs designed to provide teaming opportunities, that will support and build
teaching excellence, technological skills, and leadership abilities, will strengthen the
human infrastracture of the institution by preparing employees to meet ever-changing job
requirements. Stmctured and goal-oriented leaming opportunities for community college
professional persormel are needed to ensure ongoing growth and development and to
meet the institutional and system missions and goals.
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In a qualitative research study, Fugate and Amey (2000) found that the majority
of community college faculty did not follow a predetermined career path to their current
positions. The community college faculty group interviewed chose a career in teaching
after a previous career or in conjunction with another career. Most faculty education is
discipline-specific with little or any educational preparation in teaching methodology,
leaming behaviors, or curriculum development. New faculty are hired at the community
college because of their professional or occupational knowledge and skills. Hence, an
orientation or indoctrination to higher education that includes an introduction to teaching
methodology, technological skills, pedagogical training for varied student populations,
and methods of assessment and grading is essential for new faculty members. Seasoned
faculty also requires support for instmction and encouragement to use new and
innovative instmctional approaches and technology (Baldwin, 1990; Cohen, 1977; Fugate
& Amey, 2000; Kristensen & Moulton, 1993; Scott, 1990; Travis, 1997). Well prepared
professional persormel will be able to address the new higher education accountability
measures required by legislatures and goveming hoards conceming performance
outcomes in areas such as student retention, graduation rates, emplojonent rates, student
satisfaction, and testing measures (“Market-driven”, 2000).
Institutions must provide support and training to faculty to assure effectiveness of
student and institutional outcomes. Linking professional development programs to
evaluation and reward systems of professional persormel could aid in assuring
effectiveness. Arreola (1995) implied that this type of motivation could encourage those
individuals in need of self-improvement to participate. Nwagwu (1998) noted that the
responsibility rests with both the faculty and administrators to assure effective outcomes
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in student and faculty performance. It is the duty of the academic dean to recruit quality
faculty, but also develop strategies to improve the quality of leaming experiences at the
institution. A comprehensive professional development program can strengthen the
human inffastmcture o f the community college to meet the demands and needs of both
faculty and students.
Organizational and Leadership Development
Community colleges require leaders that have a combination of knowledge, talent,
ability, and human relation skills. Leaders must be able to motivate, develop, and
encourage students, faculty, staff, alumni, and board members of the institution to
achieve desired missions and goals. Uhlir (1989) defined leadership as “ .. .the process of
causing action through the orchestration of human talent” (p. 28). Female presidents, in
an empirical study by Gatteau (2000), reflected leadership qualities that included
. .developing a vision, serving as a symbol and role model, working collaboratively,
fostering open communication, building community, delegating responsibility, taking
risks, and maintaining perspective” (T[ 4). Frye (1984) supported leadership development
training through graduate programs. He suggested the following ten areas of study in the
graduate program: 1) personal administrative values and beliefs; 2) human behavior in
organizations; 3) group leadership, motivation, effective use of groups; 4) effective
personnel practices; 5) higher education law and their applications; 6) financial
management;

7) information technology and systems; 8) planning techniques; 9)

research, statistics, evaluation of data, and 10) history of higher education (pp. 102-104).
LeCroy (1984), building on Frye’s suggestions, stated that the college environment must
expand on graduate education by offering in-house practical training opportunities to
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develop leaders. She emphasized the importance of providing experiential opportunities
for the preparation o f potential leaders in higher education.
Kaye and Scheele (1975) suggested that leadership training should include
management and organizational competencies as well as skills training in negotiating and
problem solving. Some institutions and organizations have formal mentoring programs
(Rowe, 1993; Saltzman, 1996). Mentoring programs assist in relieving tensions between
various levels of administrators and provide opportunities for sharing (LeCroy, 1984). In
an empirical study involving a survey of higher education administrators, Hytrek (2000)
indicated that most mentoring relationships began in the first seven years of
administrative careers. Mentoring encourages professional growth of both the mentor and
protege. Frye (1984) listed nontraditional leadership development programs that are
available to potential leaders such as the Presidents’ Academy of the American
Association of Community Colleges, Management Training Institute of the Association
of California Community Colleges Administrators, Harvard’s Institute for Education
Management, and other regional consortia that provide focused training in leadership
issues. Professional development opportunities such as mentoring programs, leadership
programs, completing a doctoral degree, and gaining experience in administration assists
in preparing strong administrative leaders. Leadership is not a trait or characteristic, hut
an ongoing process of development over time involving education, training, experience,
and opportunity. Leadership development programs are an integral component of a
comprehensive professional development program in higher education.
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Administrative Responsibility for Professional Development
The literature presented that the institutional climate or culture can encourage
professional development in higher education. Several researchers noted that the support
of administrative leadership is the key to successful professional development programs
that lead to institutional renewal and increased instructional effectiveness (Bumstad,
Hoss, & McHague, 1997; Ehle & McKeachie, 1985; Murray, 2001; Wheeler & Schuster,
1990). In addition, the professional development program should support the institutional
mission, goals, and objectives (Bumstad, Hoss, & McHague, 1997). With an awareness
of the environment and climate, effective leaders utilize appropriate management styles
to accomplish the institution’s goals and mission. Change is inevitable and must be
planned for by educational institutions to anticipate and prepare for the future needs and
demands of constituents. Organizational leaming must take place at the individual and
institutional level to remain viable and productive.
The literature identified that administrators were generally charged with the
responsibility for professional development. The most common academic positions
responsible for professional development included the division or department chair, dean,
or chief academic officer (Eble, 1971; Murray, 1999; Murray, 2001; Nwagwu, 1998;
Seagren, Creswell, & Wheeler, 1993; Scott, 1990). Murray (2001), in an analysis of titles
of the administrative position responsible for professional development at community
colleges, found that chief academic officers were designated in 68.5% of the institutions.
Nwagwu (1998) suggested that academic or instmctional deans should be responsible for
setting up committees on teaching excellence, developing mentor programs, providing
financial support for faculty to attend conferences or workshops, and encouraging
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participation in workshops that present teaching improvement methods. Seagren,
Creswell, and Wheeler (1993) suggested that the department chair’s role in faculty
development consists of providing encouragement and support of participation in
activities such as new faculty orientation sessions, goal setting, mentoring, teaching
methodology, classroom management, and support of research and writing. Department
chairs can assist faculty in their professional endeavors through providing
encouragement, resources, time, and support. The leadership of administrators is essential
to establishing a climate that encourages and facilitates professional development in
community colleges.
Bumstad, Hoss, and McHargue (1997) stressed the importance of assigning a
person to coordinate professional development, “If evervone is responsible, then no one
is responsible. One individual should be assigned primary responsibility for developing,
managing and marketing the comprehensive staff development program at your college”
(p. 13). A study by Rose (2000) found that larger accredited colleges were more likely to
have a person designated to coordinate professional development. Her research
concluded that the coordinators were often compensated with release time and not
necessarily additional salary. Watts and Hammons (2002) recommended that a
coordinator should possess certain qualities and attributes,
.. .a master’s degree (the “union card”)’ an unquestioned reputation as a good
teacher; good organizational abilities, especial goal setting and planning; the
confidence and respect of the administration; realistic expectations about what
can and what cannot be done, given available resources and time; and an ability
to get things done with existing resources. He or she should also have a
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nonthreatening personality, an understanding of adult leaming, and some training
or expertise in human relations, group process, instmctional design,
organizational development, and strategies for implementing change (p. 9).
The results of a national study of faculty development in community colleges by
Murray (2001) indicated that the individuals designated to administer the professional
development activities at community colleges spent varying amounts of time on
professional development:
2.3 % - work full time on professional development
13.8% - work 50% of time on professional development
40.8% - work ll% -49% of time on professional development
43.1% - work 10% or less of time on professional development (p. 491)
If community colleges assign the responsibility of professional development to chief
academic officers or deans that are extremely busy, it is not surprising that 43.1% spent
less than 10% of their time on such programs. Murray (2001) suggested that without
administrative support, programs are often piecemeal and incoherent instead of logically
planned and structured to support the strategic plans and vision of the institution.
Leadership can motivate and encourage employees to update their skills and knowledge
that leads to a more effective institution.
Components of Professional Development Programs
Much has been written about professional development and renewal opportunities
in higher education, but few institutions have developed a formalized, goal-oriented
program in community colleges. London (1995) commented that, “It is a paradox that
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institutions of higher education are among the last of major organizations to recognize the
importance of staff training” (p. 179). Murray (1999) contended that:
A comprehensive faculty development plan comprises more than a single,
isolated effort or a smorgasbord of disparate efforts. Although a well-formed
faculty development plan recognizes that many diverse activities are needed over
a long period o f time, it also recognizes that these activities must be united
around a common institutional mission —the systematic, demonstrable, and
highly regarded improvement of teaching (T| 4).
The literature offered a plethora of suggestions for components of a
comprehensive professional development program. Traditional faculty/staff development
activities include workshops, conferences, and retreats. These leaming opportunities have
value, but information gained is rarely implemented. Application of new knowledge that
brings about change is best implemented with a group of people who share common
experiences that are willing to implement new ideas over time (LeCroy, 1984). Quina,
Cotter, and Romenesko (1998) suggested that professional development activities in
academia include grants, course release, intemships, and formal and informal mentoring.
Wright (2002) described the possible types and prototypes of comprehensive professional
development programs based on financial and staff support, programs offered, stmcture,
and centers. Leaming (1998) suggested components of a comprehensive development
program to include sabbatical leaves; faculty exchange programs; peer evaluation; release
time for research, class development, or projects; college/ university growth
opportunities, special assignments, faculty development grants for new teaching
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methodology or specialty area; team teaching; videotaping class for self-improvement; or
attendance at regional and national conferences.
Marshood (1995) reported conflicting opinions among community college
administrators’ attitudes toward faculty scholarship, defined in the survey as research,
lectures, presentations, project demonstrations, and publications, found conflicting
opinions. The administrators saw the value of scholarship but did not report that it was a
mission in the community college. However, the majority of respondents indicated that
scholarship was required for promotion and tenure considerations. The most common
incentives to support faculty scholarship reported were sabbaticals, library assistance, and
travel support. In the study of community college faculty development programs, Murray
(2001) found that 93.1% o f community colleges provide financial support to attend
conferences, 87.7% bring in experts to present workshops, 80.8% waive tuition for full
time faculty, 68.5% sponsor workshops by college faculty, 65.4% grant release time to
improve teaching, 63.1% grant sabbatical leave, and 55.4% award mini-grants for
teaching improvements. Other activities reported in the study included; tuition
reimbursement at other institutions (48.5%), a teaching effectiveness center (39.2%), peer
mentoring (34.6%), opportunity to work in business or industry (26.9%), faculty
exchange (23.8%), and incentives to present papers or publish (16.2%).
The faculty interviewed by Fugate and Amey (2000) indicated that faculty
development opportunities need to be offered continually to maintain up-to-date
knowledge in teaching and technology. Alfano (1993) and Foote (1999) also reported that
community colleges are facing many changes in student enrollment, student diversity,
and student preparedness; more new and part-time faculty; changes in information,
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technology, and techniques; as well as new pressures concerning limited resources,
accountability, and budget constraints. The presence of these factors indicates a greater
need for professional development programs and training that may encourage continued
growth and innovation.
Exemplary Professional Development Programs in Community Colleges
Murray (1999) stated, “ .. .many faculty development programs lack cohesiveness
and often involve little more than collections of loosely connected efforts” (p.47).
However, the research o f Alfano (1993) provided examples of exemplary faculty
development projects in the areas of collaborative programs between community colleges
and universities, a freshman retention project, professional development for adjunct
instructors, a program for faculty over 55, teaching improvement projects, curriculum
improvement, development of a resource handbook for faculty, and newsletters on
teaching and learning topics. Other exemplary programs are listed below:
Cuvahoga Community College: Anglin and Mooradian (1992) described a professional
development program developed at Cuyahoga Community College in conjunction with
Kent State University. To enhance the educational backgrounds of faculty with primarily
discipline specific backgrounds, credit courses were offered in humanistic teaching,
community college history, adult learner motivations, instructional technology, student
assessment, and research methodology over a three-year period. The university and
community college faculty worked collaboratively on the development of the project. The
project was found to be beneficial in providing both individual and institutional renewal
to both institutions.
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College of Lake County: Fugate and Amey (2000) indicated that new faculty members
viewed orientation as important to learning about the philosophy of the institutions and
about the historical perspective of community colleges. They also reported that
orientation should include practical teaching skills and advice on the differences in the
community college student. A 15-week orientation program of College of Lake County
(Illinois), The New Faculty Institute, was developed in response to new faculty
requesting more guidance and support in teaching and learning skills. The seminar
included speakers and reading assignments on topics such as learning styles, mission and
history of the community college, diversity, technology, evaluation, and grading. The
program built internal connections and stimulated new ideas, as well as assimilating new
faculty to their new teaching environment.
The National Council for Staff, Program, and Organization Development
(NCSPOD) recognizes outstanding programs and individuals in the staff development
field in community colleges. In recent years, Miami-Dade Community College
Teaching/Learning project was recognized as well as the system-wide professional
development plan at Virginia Community College System. Award-winning professional
development programs are listed below:
Johnson County Community College (JCCC). Overland Park. KS: This institution has
been recognized by NCSPOD on several occasions. A full-time director staffs the JCCC
program. The staff development program follows the cycle of employment starting with
orientation and includes skills training, professional and personal development, and
recognition of service and success. The JCCC program also includes Master Teacher
workshops, presentations by JCCC faculty, in-services, computer training, and more.
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This program follows a career development model and involves an Individual
Development Plan. The exemplary programs are comprehensive, and address instruction,
faculty, organizational, and personal development (Bumstad, Hoss, & McHargue, 1996).
Miami-Dade Communitv College: The Teaching/Learning Project began as a vision of
the president to enhance the teaching and teaming environment of the college. The
project had several elements. The professional development piece focused on providing
graduate-level courses, new faculty orientation, mentoring, and staff teaching/learning
centers on each o f the five campuses. New faculty members are required to take a
classroom assessment or a teaching and teaming strategies course as a requirement of
employment. The new faculty orientation includes a three-day pre-service orientation and
monthly or bimonthly workshops. Mentoring includes informal meetings and classroom
observations. The Teaching/Leaming Center designs workshops, provides computer
training gives advice on teaching strategies, and awards mini-grants for faculty projects.
Professional development participation, as reflected in a portfolio, is an integral part of
advancement and reward decisions. Teaching excellence is awarded monetarily through
endowed teaching chairs. In addition, a portion of a doctoral program in higher education
is delivered on site. The Miami-Dade Teaching/Leaming Project is a successful
demonstration of how professional development programs can improve the teaming
experience of faculty and students (Loumos-Kennedy, 1996; Wolverton, 1996).
Virginia Communitv College Svstem (VCCS): The Virginia Community College System
president charged a task force to research and develop recommendations for a systemwide professional development program for the 23 community colleges in the system.
The plan of the task force addressed: (a) discipline development to build faculty
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knowledge and skills in their respective fields, (b) instructional development to improve
classroom teaching, (c) career development, and (d) organizational development to
enhance leadership skills throughout the system (Manzo, 1996, p. 7). Sydow (2000)
explained that the program is led by a full-time director, with support and guidance from
a system-wide committee. Each college in the system is required to:
.. .maintain a comprehensive professional development program; encourage and
support faculty members to maintain individual development plans; and provides
eight state-wide, system-supported programs that contribute time, funding, and
support for professional development. These programs include peer group
conferences, research grants, teleconferences, minority faculty recruitment,
leadership seminars, classified staff development, technology skills certification,
and regional teaching excellence centers (p. 386).
In a five-year follow-up study, Sydow (2000) found that the professional
development needs were being met through the VCCS Professional Development
Initiative. Sydow reported that more faculty members were attending conferences, more
faculty members had participated in an irmovative teaching experience, and faculty
reported that many faculty members had revised their courses to include technology. The
findings of this study indicated that “ .. .significant long-term benefits resulted from
faculty members’ participation in various activities made possible through the
implementation and continuation of the VCCS Professional Development Initiative”
(p. 390).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

64

Professional Development Program Consortia
Rose (1988) suggested the creation of consortia with the purpose of developing,
coordinating, and implementing professional development activities for member
institutions. He indicated that college administrators do not plan for or emphasize the
importance of professional development. The advantages of a consortia include cost
sharing for staff developers, consultants, or speakers; cost savings on travel budgets;
placing emphasis on an area frequently neglected, providing opportunities for sharing and
networking; and encouraging collegial cooperation between faculty, administrators, and
institutions. A consortium for a professional development program could include the
offering of conferences, workshops, consultations, and grants for faculty and
administrators. Rose described the professional development component of the Kansas
City Regional Council on Higher Education consortium as offering:
.. .a student-centered instruction improvement program, using a train-the-trainer
methodology; a series of policy-issues conferences, focusing on key issues in
higher education; educational ideas symposia, focusing on important intellectual
issues; personal growth groups, for career counseling and development; fullsemester, credit-bearing seminars in teaching and in management, under the
auspices of a grant from the fund for the improvement of Post-Secondary
Education; a program of “excellence in teaching” award; a faculty development
newsletter; and a higher education issues newsletter, (p. 56)
Another consortium of colleges, the Great Lakes Colleges Association (GLCA), is
made up of twelve members and has been in existence since 1962. The GLCA sponsors
professional development programs for professional personnel, conducts outcomes
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research, monitors federal policies and grants, and sponsors off-campus study
opportunities. The GLCA involves presidents, chief academic officers, and faculty
members from each member college for operation and guidance of the GLCA (Wylie,
1990).
Foote (1999) described the Community College Exchange Program as a
consortium of community colleges in the United States and with other nations. It
facilitates the international exchanges for faculty members, administrators, and other
professional staff. Consortia programs are cost-effective, provide needed services, and
offer professional development and training opportunities to meet the institutional goals
for professional development at multiple levels in a collegial environment.
Summary
Murray (2001) suggested that an effective comprehensive, faculty development
program should include: (a) institutional support, that is, a climate that fosters and
encourages faculty development; (b) a formalized, structure, and goal-directed
development program; (c) a connection between faculty development and the reward
structure; (d) faculty ownership; (e) colleagues’ support for investments in teaching; (f)
and the belief that good teaching is valued by administrators (p. 489). Professional
development is a means to recruit, retain, develop, and enhance the faculty, staff, and
administrators at community colleges to meet the mission and goals of the institution.
Just as the maintenance and improvement of the physical and financial infrastructure are
important for the operation of a community college, the maintenance and improvement of
the human infrastructure is essential to the ongoing success of the community college
(Daigle & Jarmon, 1997). Community college institutional and system leaders should
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make implementation of a structured professional development program a priority,
recognize the value o f human resources, and develop these resources to build a strong
foundation that will support the institutional mission, goals and strategic plans for
achieving academic excellence. As Murray (2000) so aptly stated.
When administrators remain passive and uninvolved in faculty development, the
result is an ad hoc set of activities that are unlikely to have a lasting or
widespread effect on the institution. Without a well-articulated vision and set of
goals, faculty development programs are going to reach only the highly
motivated, and the effects are unlikely to reach beyond the individual (T[ 25).
Human resources are the key to the successful operation of any organization.
Professional development and training are important to the efficient and productive
operation of a community college. Investing and supporting professional development
and training initiatives also indicates that administrators acknowledge that employees are
the heart of the institution. Making the education of employees a priority is an investment
that will pay high dividends. Community colleges need to invest in the ongoing education
of its own human infrastructure to build a strong and enduring organization that will be
able to meet the needs of the students of today and will be prepared for the challenges of
tomorrow. London (1995) stated the implications of professional development and
training for higher education so appropriately:
The university’s primary goal is to achieve organizational excellence - that is,
to become a more flexible organization that is both highly coordinated in its
planning and actions and also accountable for the outcomes it produces. In
addition, the university wants to increase its ability to use information
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technologies effectively instead of less-efficient, paper-dependent processing
operations. At the heart of its strategy to achieve this goal is continuous training
and development aimed at supporting the school’s mission and strategic
objectives and contributing to sustained excellence in all academic and
administrative areas. More specifically, training and development is necessary
to change the culture at the university from a by-the-books, bureaucratic
mentality to a customer -oriented, flexible organization that encourages
continuous improvement in all it services, (p. 180)
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Chapter Four
METHOD
This chapter presents the research design of the study and a discussion of the
procedures and methodology used to determine the status of professional development
practices in community colleges in the emerging Louisiana Community and Technical
Colleges System (LCTCS).
Purpose
The purpose of this multi-site case study was to investigate current practices,
experiences, support, and perceptions conceming professional development in LCTCS
community colleges. Multiple methods were used to obtain in-depth information
conceming current professional development practices, perceptions about professional
development, commonly used professional development activities, and institutional
support for professional development in LCTCS community colleges. The results of this
study were used to identify the current usage and future development needs of
professionals and community colleges in the LCTCS. Further, the results were used to
establish future needs and develop recommendations for a comprehensive professional
development plan.
Research Questions
The study sought answers to the following research questions:
1. What is the extent of professional development programs and activities provided by
Louisiana Community and Technical College System staff and community colleges?
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2. What are the perceptions of LCTCS community college Chief Academic Officers
conceming the importance, support, needs, and effect of professional development
programs and activities?
3. What are the most likely to be offered and utilized professional development
programs and activities?
4. How do the community college or LCTCS strategic plans or mission affect
professional development?
Research Design
Qualitative Research Design
Qualitative research seeks to explain, describe, and understand social and human
issues. Qualitative research is conducted in the natural setting, seeking to create a holistic
view of the phenomena (Creswell, 1998). Marshall and Rossman (1989) suggested that
qualitative methodology be used for research that is “exploratory” or “descriptive,”
conducted within the participant’s own frame of reference (p. 46). Common
characteristics of qualitative research include the following (Creswell, 1998; Janesick,
1998;McMillian, 2000):
•

Qualitative research is holistic, viewing the whole situation within a defined
natural or social setting.

•

Qualitative research seeks to understand social or human issues based on
perceptions, relationships, experiences, and situations through collection of data
from the source.

•

Qualitative research gathers data that is more subjective than objective.
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•

Qualitative research requires the researcher to be the primary data collection
instrument.

•

Qualitative research design evolves, changes, and emerges as the study
progresses.

•

Qualitative research is exploratory and descriptive in nature.

•

Qualitative research analyzes words, documents, reports, and media; reduces data
to common themes or categories; describes the results, and presents findings.
Creswell (1998) described eight reasons to choose qualitative research design. He

suggested that the nature of the research question should aid in the selection of this
methodology. Qualitative research questions often start with “how” or “what” which
leads to an in-depth description of the situation. The qualitative research design was
selected for this study because of the nature of the research questions and purpose
statement. The key word in the purpose statement is “investigate.” The research questions
start with “what” and “how,” which suggest the need for exploration and discovery
(Creswell, 1998). The study took place in the natural setting of the participants at each
LCTCS community college. Data were collected directly through personal interviews and
document collection and resulted in the rich narrative descriptions necessary for inductive
data analysis (McMillian, 2000).
Case Study Design
Case study research seeks to understand social phenomena through the
investigation of events, processes, changes, or relations. Case studies may be explanatory,
descriptive, exploratory, or a combination of these methods (Yin, 1989). McMillian
(2000) describes a case study as “an in-depth analysis of one or more events, settings.
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programs, social groups, communities, individuals, or other ‘bounded systems’” (p. 266).
Case studies employ various methods of data collection to investigate situations and
issues to gain in-depth knowledge and understanding of people involved (Gay, 1996 and
Merriam, 1998). Van Velsor (1998) recommends collection o f assessment information
from various sources to get multiple perspectives of the impact of an activity.
In this multi-site case study, the make up of the bounded system is the seven
community colleges in the Louisiana Community and Technical College System. Data
were collected through multiple methods and included a questionnaire for Chief
Academic Officers (C AOs), in-depth interviews of participants, and the review of
institutional and system documents and reports. The questionnaire gathered self-reported
information from the CAOs about the current professional development practices at
LCTCS community colleges. The participants included CAOs at the seven LCTCS
community colleges, key personnel identified by the CAOs, and the president of the
LCTC System. The participants were interviewed to gain an in-depth understanding of
the perceptions, activities, goals, and perceptions of professional development in the
community colleges o f the emerging Louisiana Community and Technical College
System. The CAOs were chosen as the primary participants to be interviewed as Murray
(1999, 2001) and Nwagua (1998) noted that chief academic officers and academic deans
are frequently assigned the responsibility for professional development in community
colleges. The president o f the LCTC System was also interviewed to understand the
overarching strategic plans, goals, and policies of the Louisiana Community and
Technical College System, that are related to professional development. Document
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review provided corroboration and more detail of the information obtained from the
interviews.
Historical research
To gain a deeper understanding in a case study and to provide background
information prior to interviewing, a qualitative researcher may employ historical research
methods (Gay, 1996; Marshall & Rossman, 1989). Historical research analysis also adds
to the credibility of the case study (Marshall & Rossman, 1989). Thus, the historical
context of the emerging Louisiana Community and Technical College System was
presented in Chapter Two. The historical research provided insight into the history,
culture, and political environment of Louisiana higher education, two-year colleges, and
the recent development o f the Louisiana Community and Technical College System and
its community colleges and provided the setting for this case study (Creswell, 1998). Gay
(1996) explained culture to be shared “...beliefs, attitudes, values, mores, customs. . .” (p.
219). In this multi-site case study, the researcher explored the cultures of the community
colleges to determine if there were shared values and beliefs conceming professional
development among the community college CAOs and the LCTC System.
Sample
The sample for the Professional Development Practices Questioimaire was the
CAOs at the seven LCTCS community colleges. The sample for the interviews was the
CAOs at the seven LCTCS community colleges, key personnel identified by the CAOs,
and the President of the LCTCS.
Purposive or criterion sampling was used to select the participants for the
questionnaire and interview because of their knowledge of and responsibility for
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professional development. Purposive sampling is the selection of particular participants
because of their knowledge or experience conceming a topic (Creswell, 1998; McMillian,
2000). Marshall and Rossman (1989) referred to this as an “elite interview” (p. 94). Case
studies using interviews do not employ random sampling approaches as the participant
number would be large, and participants must consent to the interview, thus creating self
selection (Seidman, 1998).
Chief academic officers and academic deans are frequently assigned the
responsibility for professional development in community colleges (Murray, 1999, 2001;
Nwagua, 1998). Thus, the CAOs were chosen as the primary participants to be
interviewed. The CAOs at each of the seven community colleges in the LCTCS were
selected based on their experience, knowledge, and administrative responsibility for
professional development at their institutions and their willingness to participate
(McMillan, 2000). The President of the LCTCS was also interviewed to determine the
overarching system strategic plans, goals, policies, visions, and beliefs conceming
professional development. During the scheduling of interviews, additional key informants
were added upon the recommendation of the chief academic officers at two institutions.
Seidman (1998) not that this practice is acceptable when new participants may add to the
in-depth understanding o f the issue
Instrament Design
Questionnaire
A brief questionnaire completed by the CAOs, aided to determine the current
professional development practices occurring in the LCTCS community colleges
(Appendix C). Questionnaires may be used to obtain information about the distribution of
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characteristics or attitudes based on accurate responses of participants (Marshall &
Rossman, 1989). The questionnaire for this study was designed to solicit basic
information regarding the current professional development programs and activities at the
seven LCTCS community colleges. The Professional Development Practices
Questionnaire was modeled after a faculty development survey used by Murray in studies
of faculty development programs in community colleges in New York (1998), Texas
(2000), and nationally (1999, 2001). Additional questions were developed to attain
information conceming information technology, information technology training, and
support for professional development.
Interviews
Yin (1989) related that case studies use different sources of evidence, which may
include documentation, archival records, interviews, direct observation, participantobservation, and physical artifacts (p.84). In this study, data were collected through the
use of individual in-depth interviews, a questioimaire, and the review of institutional and
system documents, records, and reports (Creswell, 1998; Seidman, 1998; Yin, 1989). The
interview is a significant source of information in case studies as case studies often relate
to human situations and issues (Yin, 1989). The in-depth interview is a common method
of qualitative research inquiry and was chosen for this research study because interviews
aid in gathering insight into educational issues through behaviors and experiences of
people (Marshall & Rossman, 1989; Merriam, 1998; Seidman, 1998). The interview was
utilized to gain a deeper understanding of the professional development experiences from
the perspective of the CAOs at LCTCS community colleges.
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Interviewing is a means of communication, a conversation, or formal interaction
that results in the collection of reliable data and information. Interviewing is a data
collection method that allows for the collection of large amounts of data in a short time
(Janesick, 1998; Marshall & Rossman, 1989). My role as researcher was to ask questions
and listen actively to responses. Seidman (1998) recommended that the interviewer listen
at three levels: listening to what the participant says to assure understanding, listening for
the inner voice, and listening but being conscious of the process. I established rapport
with the interviewees and tried to remain neutral in the conversations. I kept the
interviewees engaged in conversation by asking probing questions. I tried not to become
a part of the conversation by answering questions or interjecting personal opinions
(Fontana & Frey, 1998). In the interview settings, participants did become engaged in the
dialogues and often asked questions of me. In addition, in some situations, participants
required prompting such that I provided examples.
The interview questions (Appendix D) were developed from a review of the
literature. The interview questions complemented the Professional Development
Practices Questionnaire (Appendix C) (Loumos-Keimey, 1996; Murray 1999; Murray,
2000; Murray, 2001). The intent of the questionnaire and interview was to solicit a rich
description of the professional development practices from the CAO at each LCTCS
community college and the President of the LCTC System. A cover letter explaining the
purpose of the study was sent with the Professional Development Practices Questionnaire
prior to the interview (Appendix E). The questionnaire served as a prelude to the
interviews, requesting their responses conceming current professional development
practices at their institutions. A telephone call was made to make an appointment for the
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interview. Another letter was sent to confirm the date and time of the interview and
included a list o f the interview questions and requested documentation (Appendix F).
Procedures
Peer Review
Dillman (2000) recommended pre-testing of survey instruments by
knowledgeable colleagues and analysts. The Professional Development Practices
Questionnaire is a simple yes/no questionnaire. A knowledgeable peer group reviewed
the initial Professional Development Practices Questionnaire and interview questions. In
addition, input of a statistical analyst was also used to evaluate the questionnaire as to its
relationship to the research questions as well as for conciseness and clarity. Feedback
from these individuals was used to revise and modify the instruments. Two peers were
used to conduct mock interviews. The semi-structured questions and probes were used
during the interviews. The mini-disk recorder was used to record the interviews. At the
conclusion of each interview, the peers provided helpful comments and suggestions to
improve the interview procedure and interviewing style.
Access to the field
The seven institutions selected were the only community colleges in the Louisiana
Community and Technical College System at the time of the proposal and subsequent
interviews. Creswell (1998) stressed the importance of gaining access to a research site
through a formal gatekeeper. In this case study of LCTCS community colleges,
permission to pursue this study was sought from the President of the LCTCS in
September 2002 (Appendix G). While granting permission for the study, the LCTCS
President asked that the chancellors of each of the seven community colleges be notified
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of the purpose of the study (Appendix H). A letter was prepared and sent to the seven
community college Chancellors to inform them of the intent of my study (Appendix I).
Participants
The primary participants in the study were the CAOs of the seven LCTCS
community colleges and the LCTCS President. Names and contact information for the
CAOs and LCTCS President were obtained from the LCTCS website
(http://www.lctcs.state, la.us) or individual community college websites. The primary
participants in the study were contacted by mail in April 2003. A cover letter explained
the purpose of the study, requested completion of the questionnaire, and notified them of
future contact to schedule an interview (Appendix E). Follow-up phone calls were made
to schedule interviews in May. Two CAOs were on extended leave, so these interviews
were scheduled for June and July. One CAO recommended that two key staff personnel
responsible for professional development and training at her institution be contacted for
interviews.
Another letter was sent to the CAOs, LCTCS President, and key personnel to
confirm the scheduled interview (Appendix F). A copy of the interview questions was
enclosed to allow time for the participants to reflect on the questions (Appendix D). The
participants were informed that the interview would take approximately an hour and that
a recording device would be used to record the interview session. Documents that the
participants thought may be helpful to understanding of the institution, policies, and
programs such as the college catalog, faculty handbook, or other documents or reports
were also requested. The letter included a reminder of the appointment date and time for
the interview.
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On the day of the interview, two informed consent forms were provided to each of
the participants for review and signature prior to the interview (Appendix K). One copy
was provided for the participants’ records and I retained the other copy. A total of eleven
informed consent forms were obtained; one from the LCTCS President, seven from the
CAOs, and three from other key personnel. An additional key person was included in the
interview of the CAO o f one institution because of the brevity of his tenure in his position
and knowledge o f recent professional development activities. During the interview, I
used an interview protocol that included the interview questions, probes, prompts, and
blank space to take handwritten notes (Appendix K).
Data Sources
Data for this multi-site case study were collected through multiple methods to
include a questionnaire of Chief Academic Officers, in-depth interviews of the Chief
Academic Officers and other key personnel at the seven LCTCS community colleges, an
interview of the LCTCS President, and the review of institutional and system
documentation and reports.
1. Professional Development Practices Ouestionnaires - Chief Academic Officers
of LCTCS communitv colleges: The questionnaire used “yes” and “no” questions
to determine the institutional participation in professional development programs
and activities (Appendix C). Data were tabulated to reflect the number and
percent o f institutions offering various professional development activities or
programs (Table 1).
2. Interviews: Ten in-depth interviews were conducted with the seven LCTCS
community college chief academic officers, the President of the LCTCS, and two
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full-time staff members that were responsible for professional development
activities at one institution. In addition, the chief academic officer, in place for
only one year at one institution, included another administrative staff member
more familiar with recent professional development activities at the institution.
Informed consent was obtained the day of the interview from the eleven
participants (Appendix J).
The semi-structured interviews consisted of nine open-ended questions
conceming professional development practices at community colleges (Appendix
D). The semi-stmctured interview questions were specific, yet allowed for
individual, thoughtful responses (McMillian, 2000). The interview questions were
designed to elicit conscientious and value-laden responses. Probes were
developed for each question to encourage more in-depth responses (Appendix K).
This interview stmcture allowed for comparability of responses (Gay, 1996). The
interviews were recorded on a mini-disk recording device. These disks were then
transcribed verbatim. The transcribed reports were reviewed by the interviewees
as a member check to assure accuracy of transcription (Appendix L).
3. Document Review: Documents pertaining to professional development were
collected from each LCTCS community college and the LCTCS office on the day
of the interview or were obtained through other designated contacts or sources.
Documents included excerpts from faculty handbooks or Human Resource
manuals; copies of policies, committee minutes, strategic plans, and other reports;
as well as flyers, brochures, website information, and handouts (Appendix M).
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The documents provided objective information that may not have been available
through other sources (Gay, 1996).
Data Collection Schedule
The schedule for the interviews and data collection follows:
1. Initial pretest of instruments performed, Summer 2002
2. Letter sent to LCTCS President for permission to conduct study, September
2002
3. Dissertation proposal and request for IRB approval submitted, September
2002
4. Letters sent to LCTCS Chancellors to inform of intent of study, April 2003
5. Letters and Professional Development Practice Questionnaire sent to Chief
Academic Officers, April, 2003
6. Interviews o f Chief Academic Officer, other key persoimel and LCTCS
President, scheduled. May, 2003
7. Interviews with Chief Academic Officers, other key personnel, and LCTCS
President performed, May-July, 2003
8. Interviews transcribed, July-August, 2003
9. Member checks of interview transcriptions confirmed, September-October,
2003
Data Collection Procedures
Data collection involved interviews with eleven individuals, compilation of the
Professional Development Practices Questionnaires, reflections of the interviews, and
review of LCTCS and LCTCS community college documents. The interviews were
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scheduled in the location of the participants’ choice, usually their own offices. A
participant’s office is considered a place that is quiet, convenient, and familiar to the
participant (Creswell, 1998). Although the offices were private, they were not necessarily
free from distractions. The phone rang often, and it was answered frequently. Assistants
and other staff interrupted the interviews. One interview was held in a back room of a
restaurant near the campus because the participants had not had lunch. Another interview
was held via compressed video technology for the convenience of the interviewer and
interviewee. The setting, distractions, and interruptions, however, did not seem to deter
the participants from providing thoughtful answers to the interview questions. The events
seemed to be common occurrences and part of daily operations for the participants.
Participants were informed in advance that the interviews would be recorded.
Prior to the interview, the participant read and signed informed consent forms granting
permission to record the interview. Accuracy of data collection during interviews was
enhanced through the use of a recording device, a mini-disk recorder. A dual-headed
stereo microphone was used to increase the clarity of the recording. Use of the mini-disk
recorder aided in securing a complete and accurate record of the interviews. The
recording device enabled preservation of the interview such that the transcript was
verifiable (Gay, 1996; Seidman, 1998). The recording device was dependable, however,
in one particularly long interview the batteries died and additional batteries were not
readily available. I resorted to taking hand-written notes that were more detailed. The
interviews recorded on the mini-disks were transcribed verbatim.
The interview protocol form (Appendix K) was used to record notes during the
interview and to prompt me to probe deeper and gamer more information. Space was
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allowed after each question for notes. In addition, descriptive and reflective notes were
documented in writing or in computer files following the interviews (Creswell, 1998).
The hand-written notes taken on the interview protocol form provided backup and
clarification to the recordings in the event of equipment failure. The notes also provided a
record of initial thoughts and observations, as well as key points made by the participants.
Copies of relevant documents were provided to me the day of the interview.
Institutional catalogs were received from each community college. Faculty handbooks
were available on websites at four institutions. The electronic newsletter for the LCTCS
often listed professional development programs available at LCTCS institutions or
through the System. Documentation gathered included catalogs, flyers, brochures, and
announcements for professional development activities or schedules (Appendix M). The
documents were used to provide corroboration or triangulation of results of the study.
1 transcribed the interviews from the mini-disk recordings verbatim with the
exception of two interviews. A trained transcriber was contracted to complete these two
interviews. The transcriber was given instructions on how to transcribe the interviews.
Nonverbal signals such as laughs, coughs, or significant pauses were noted. In addition,
telephone rings and interruptions were also noted (Seidman, 1998). 1 reviewed the
transcripts and listened to recordings to assure accuracy o f the transcripts. Each recording
was listened to and reviewed numerous times to clarify any discrepancies. The transcripts
were prepared, beginning to the analysis process.
Analysis
Prior to initiating the analysis of data, literature was reviewed, as is appropriate in
qualitative research and case study analysis, in particular. The goal of analysis of
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qualitative data is to discover patterns, ideas, explanations, and “understandings”
(McMillan, 2000, p.264). The three steps of data analysis identified by McMillan (2000)
include organization of data, summarizing data, and interpreting data. In this study, data
were organized, managed, and analyzed to determine meaning and derive conclusions.
Data Management
The management of data in qualitative studies is essential because of the large
quantities of data gathered and analyzed. A systematic management system assists in
retaining, locating, and following the progress of analysis of data. Huberman and
Matthew (1998) defined data management “.. .as the operations needed for a systematic,
coherent process o f data collection, storage, and retrieval” (p. 180). Such operations
assure that data is accessible, stages of analysis documented, and data stored such that it
may be easily retrieved and reviewed.
The mini-disk recordings of the interviews were carefully labeled. The interview
recordings were transcribed and saved to computer and disks. Hard copies were printed
and placed in color-coded and labeled hanging files. Once transcribed, the mini-disks
were placed in a fireproof safe. Color-coded hanging files were created for institutional
and system documents, member checks, and correspondence with each institution.
Pseudonyms were assigned and used for participants in the study. Participants were
informed that their responses would remain confidential. In addition, because of the small
size of the sample and the unique demographics of the institutions, they were also
reminded that their identities could potentially be identified.
Computers and specialized software programs are becoming more useful to
qualitative researchers. Creswell (1998) suggested that research studies that are quite
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large, containing multiple types of information, may benefit from using computer
programs for organization and storage of documentation. Richards and Richards (1998)
indicated that qualitative researchers frequently use computers, but few use the
specialized qualitative research software. The disadvantages of the specialized software
include the time to leam how to operate the software and loss of personal decision
making and analysis ability. Because of the relatively small size and scope of this study, I
used basic word processing and spreadsheet applications in the storage, analysis, and
management of data.
Data Analysis
Marshall and Rossman (1989) provided five data analysis steps. These steps
included organizing the data, generating themes, testing the hypotheses that emerge,
checking for alternative explanations, and writing the report. Huberman and Matthew
(1998) defined data analysis as being comprised of three sub-processes: data reduction,
data display, and conclusion drawing/verification (p. 180). Analysis actually begins with
the initial decisions of the qualitative study that serve to focus and reduce data by
selecting certain variables and ruling out others. Each step of analysis requires additional
data reduction until the information is grouped and is manageable such that interpretation
of the data may begin.
Data Reduction
In this study, data reduction began with the selection of a multi-site case study of
the seven community colleges in the LCTCS, a bounded system. The research questions
focused on the professional development activities at each institution within the context
of the demographics o f the institution. The research questions were modified slightly as
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the study progressed. The reduction process continued, as interviews were transcribed,
similar phrases grouped and coded, and categories and themes identified.
The first step in the analysis of data attained in this study was to read, re-read, and
review the transcripts of the interviews. As the words and thoughts became more
familiar, common themes emerged. The next step in the process was to underline the key
words and phrases of the interview. These phrases were then written in the left margin of
the page. From this point, a spreadsheet was developed for each question from the
interview with columns for each participant. The words and phrases that were written in
the left margins were entered into the spreadsheet. Once completed, the broad themes
began to emerge. Similar concepts and groupings were tested mentally and on paper.
Eventually, the general concepts were identified and codes were developed. A coding
guide was developed listing the codes and descriptions of each code (Appendix N).
Creswell (1998) referred to this initial step of categorizing information as open coding.
These codes were then applied to each of the words or phrases. As this step was
performed, it became apparent that additional codes emerged or that some codes could be
included with other codes. In addition, some phrases were difficult to code, appearing not
to fit in any category. After completing this step, the designated codes were added to the
words and phrases in the spreadsheets for each question (Appendix 0). The spreadsheets
were then sorted by code.
The sorted spreadsheets were then reviewed to determine similarities and
differences. The groupings were analyzed to determine if other categories or groupings
were needed of if some could be combined. This step of assembling and reassembling the
data is described as axial coding by Creswell (1998). Initially, a hand-drawn data chart
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was developed to represent the emerging themes and sub-themes. The second data chart
was created in organizational chart form. Several iterations occurred until the final
themes emerged and a final data diagram was developed (Appendix P).
The final step of coding is selective coding (Creswell, 1998). In this step the
researcher creates a “story” from the categories and themes that developed. The
“storyline” is based on the themes developed in the axial coding step and is presented in
Chapter five.
Data Display
Data displays are a visual rendition of the information collected in the study that
is compressed and summarized. These displays may be in the form of charts, matrices,
graphs, or other pictorial diagrams (Huberman & Matthew, 1998). The visual displays are
a method by which the researcher organizes information or thoughts. These displays are
frequently revised numerous times. My first data display was configured on a scrap of
paper. I took the major ideas that were emerging and created wheels with spokes. As the
information was synthesized, I was able to create a more structured diagram. My final
rendition was in an organizational chart format that displays the major themes and sub
themes that developed through the coding process (Appendix P).
Verification
Verification of data adds to the strength of the research performed. Creswell
(1998) presented eight verification procedures that may be used in qualitative research.
He suggested the use o f at least two procedures in qualitative studies. In case studies.
Stake (1995) recommended triangulation of information to determine convergence of
data and member checking to confirm information presented concerning participants.
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This study utilized (a) triangulation, (b) clarifying researcher bias, (c) member checks, (d)
rich and thick descriptions, and (e) an external audit to verify data.
Triangulation
To increase the credibility of the study, the triangulation technique was used to
compare findings of the various methods of data gathering. Triangulation is a process that
uses multiple methods to validate or clarify data gathered based on repeated observations,
interpretations, reports, or documentation by the researcher of the same activity
(Creswell, 1998; Gay, 1996; McMillian, 2000; Stake, 2000). The use of multiple
methodologies is a strategy that “.. .adds rigor, breadth, complexity, richness, and
depth...” to the study (Denzin & Lincoln, 2000, p. 5). The use of multiple methods
provides the researcher with a better understanding of the complete picture of the study
and provides a means by which to verify information collected. Janesick (2000) noted
that with triangulation “The qualitative researcher uses inductive analysis, which means
that categories, themes, and patterns come from the data” (p. 389). Conclusions in the
study are more convincing when corroborated through multiple sources of information
(Yin, 1989).
I applied the triangulation method of verification by confirming information
presented in the interviews. Activities identified in interviews were confirmed through
review o f activity schedules, brochures, or announcement flyers or emails. Areas of focus
were confirmed through confirmation of task force meetings, consultant reports, and
speakers. Strategic plans or goals that addressed professional development as identified
by the participants were verified through review of system or institutional missions and
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goals on websites or entries in faculty handbooks. The consistency of the data from all
sources was reviewed to ensure credibility and reliability.
Researcher Bias
Researcher bias can result in invalid observations or interpretations of data
collected. Gay (1996) explained that “Each researcher brings to a setting a highly
individual background set of experiences, perspectives, and the like, which in turn affect
not only what and how he or she observes, but also his or her personal reflections and
interpretations” (p. 222). Qualitative researchers are at risk of identifying with
participants. The qualitative researcher must be engaged but remain objective. To
minimize potential researcher bias, the triangulation method was used in this study. The
use of multiple methods provided a safeguard by securing data from different sources,
documents, and individuals, to assure bias was detected. All bias can not be eliminated.
As a clinical laboratory scientist, previous faculty member in the science and health care
disciplines, and current mid-level administrator in an LCTCS community college, I
brought unique knowledge, experiences, and perspectives to the research setting. I
mentally cautioned myself to remain objective prior to and during interviews. I noted
potential areas o f bias in the margins of the interview transcripts. As much as possible, I
tried to maintain objectivity during the interviews and review of documentation to
minimize the effects of researcher bias.
Member Checks
Lincoln and Guba (1985) (as cited in Creswell, 1998) consider member checks
the most important method of demonstrating the credibility of qualitative research. In this
study, the interview recordings were transcribed and stored in computer files. A hard
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copy of the interview transcripts were mailed to the participants for review and comment.
The participants were asked to read the transcripts and provide any corrections if
information presented was incorrect. I explained to the participants that the transcript was
transcribed verbatim from the interview recording. The participants were asked to verify
their approval by signing the Confirmation of Participant Opportunity to Review and
Comment form (Appendix L). These forms were returned to me by mail in a selfaddressed and stamped envelope. Overall, the participant corrections were minor. The
comments included concerns for the casual conversation style and for including “vocal
utterances” in the transcriptions.
Rich and Thick Descriptions
Qualitative research is characterized by detailed narratives that describe a
situation or issue. The rich narrative descriptions allowed me to increase my
understanding of the participants, settings, institutions, culture, and programs. The
descriptions provided by the participants were rich with words and visual depictions
(McMillian, 2000). In this study, rich descriptions were generated from interview
transcripts and reflective notes. Characteristics and demographics of the institutions and
participants were recorded. Chapter Two presents the historical perspective of two-year
colleges in Louisiana and provides the context for the study. The historical overview adds
to the understanding of the current situation of Louisiana higher education.
External Audit
The external audit is a process whereby the process and the product of the
qualitative research is reviewed hy someone external to the research that is
knowledgeable and able to assess the accuracy of the process (Creswell, 1998). The
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review includes consideration of sampling, inferences, structure of themes and categories,
researcher bias, and strategies to increase credibility (Huberman & Matthew, 1998). An
experienced external auditor was contacted to perform this task. A chronological record
of steps in the study was maintained to aid in the audit trail. Notebooks were prepared
that included (1) IRB approval, (2) participant demographic information, (3) institution
demographics, (4) list of professional development documentation from each institution,
(5) correspondence, (6) interview reflections, (7) signed consent forms, (8) interview
transcripts, (9) letters and member checks, (10) researcher observation notes, (11) coding
key, and (12) major theme and sub-theme diagram. The external audit attestation
reflected that the study was consistent with the stated purpose, procedures were followed,
and verification procedures utilized to assure credibility of findings (Appendix Q).
Summary
The primary purpose of the study was to investigate the existing professional
development practices and perceptions of the Chief Academic Officers in the seven
LCTCS community colleges. Multiple methods were used to enhance triangulation of
findings. Data included a CAO questionnaire, interviews, reflections, and document
review. The data were coded, analyzed, and synthesized to draw conclusions, determine
relationships, make generalizations, and identify common practices and issues related to
professional development at the LCTCS community colleges. The results of this study
may be used to (a) strengthen professional development practices at individual
community colleges in the LCTC System, (h) assure optimal vitality and effectiveness of
personnel and institutions, and (c) ensure the primary goal of all higher education
institutions; student success and learning.
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Chapter Five
SITES AND PARTICIPANTS
The purpose for this qualitative multi-site case study was to investigate the current
professional development practices in Louisiana Community and Technical College
System (LCTCS) community colleges as described by the chief academic officers and
other key persormel. I used multiple methods to obtain in-depth information. The
collective experiences and beliefs expressed by the participants through interviews were
reviewed to discover importance, support, needs, and effect of professional development
activities in the evolvement of the LCTCS community colleges. Institution and system
documents were gathered and reviewed to confirm and enhance information provided in
the participant interviews.
This chapter includes three sections. The first section is an overview of the
Louisiana Community and Technical College System. The second section includes
descriptions of the seven community colleges of the LCTCS. The third section
encompasses descriptions of the participants interviewed at each site using pseudonyms.
Overview of Louisiana Community and Technical College System
Former Governor Mike Foster proposed the creation of a higher education board
and system that was dedicated to educating those people desiring work force training, but
not necessarily four years of university education. The Legislature voted in support of
this plan as demonstrated by passage of Act 141 and Act 170 in 1997. The Constitutional
amendment to create a new management board for the community and technical college
system was approved by Louisiana voters in 1998. The LCTCS came to fruition through
(a) the desire of the Board of Regents to create a “balanced” higher education system in
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Louisiana, (b) the necessity to meet the requirements of the long-standing desegregation
issue, (c) the changing needs of business and industry for a more technically trained
workforce, and (d) the support and vision of former Governor Murphy J. “Mike” Foster,
the State Legislature, and the citizens of Louisiana. As presented in the Louisiana
Community and Technical College System Strategic Plan fo r Quality Improvement
(2002), “The mission of the Louisiana Community and Technical College System is to
prepare Louisiana’s citizens for improved quality of life, workforce success, and
continued learning” (p. 2).
At the time of this study, the Louisiana Community and Technical College
System (LCTCS) consisted of seven community colleges and one technical college with
42 branch campuses. The new Louisiana Community and Technical College System
Board began operations in July 1999. The system was created with the three wellestablished community colleges governed by the Board of Trustees of the University of
Louisiana (UL) system; Bossier Parish Community College, Delgado Community
College, and Elaine P. Nunez Community College; two newly established community
colleges under the UL Board, South Louisiana Community College in Lafayette (opened
in 1998) and River Parishes Community College in Sorrento (opened in 1999); Baton
Rouge Community College (opened in 1998) governed by a LSU-SU Joint Management
Board, and 42 technical colleges located throughout the state (Dyer, 1998, June 29; The
Establishment o f the LCTCS). The LCTCS has overseen the opening of the newest
community college, Louisiana Delta Community College in Monroe that opened in fall
2001. After the study was completed, legislation was passed that enabled two technical
colleges to become technical community colleges in July 2003. These institutions are
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pursuing regional collegiate accreditation. The seven community colleges and two
technical community colleges are strategically located in the major economic
development regions of the state. The forty technical college campuses are located in
cities, suburbs, and many rural areas throughout Louisiana.
At the time of the study, the LCTCS office was housed in an office building
located in the industrial park area north of the state capital in Baton Rouge. The former
Louisiana State Police facility on the Baton Rouge Community College campus was
being renovated for the LCTCS operations and staff. The president of the LCTCS, Dr.
Walter Bumphus, reported to the Board of Supervisors of the LCTCS. His primary direct
reports included the Executive Assistant to the President, Senior Vice President for
Finance and Administration, Senior Vice President of Academic and Student Affairs,
seven community college chancellors, and the chancellor of the 42 technical college
campuses. The fall 2002 headcount of students in the LCTCS was over 46,000 students;
28,000 in the seven community colleges. Information secured from the Board of Regents
reflected an increase in enrollment at the seven community colleges to 31,747 in fall
2003 with over 49,000 credit enrollment students in all LCTCS institutions. The fall 2002
community college student demographics were tj^ical of community colleges - 65%
female, 35% male; 98% in-state, 2% out-of-state or international; 56% 18-24 years old;
51% white, 41% minority. The System 2002-2003 operating budget exceeded $266
million and included state, federal, and self-generated funds. The LCTC System
employed over 5,400 employees (LCTCS-Students).
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Introduction to Sites
The community colleges in the LCTCS were found to be diverse in their
enrollments, culture, age, and programs. Delgado Community College, the most
established, was over 80 years old with three campuses and two centers, over 16,000
students and over 50% minority enrollment, reflecting the diversity of its community.
Louisiana Delta Community College was the newest college in the system at only two
years in operation. Delta originally shared space with a technical college, but moved to a
temporary facility on a university campus in fall 2003. Delta had 580 students enrolled in
fall 2003. Although tuition at the community colleges was relatively standard, state
funding and other sources of revenue for the community colleges varied significantly.
Core transfer degrees were similar at the seven community colleges; the occupational
degrees and certificate programs offered differed greatly. The three community colleges
that have been in operation for several decades were comprehensive, offering a mjriad of
occupational and transfer programs, continuing education, workforce development, and
specialized programs and services. The four new community colleges were growing and
expanding rapidly to become comprehensive centers of higher learning. However, as
emerging community colleges, their focus had been initially to develop a strong
foundation of general education, developmental courses, and transfer programs on limited
fiscal, physical, and personnel resources until enrollments stabilized and facilities were
secured. The community colleges of the LCTCS were unique in character, yet similar in
mission and goals.
A brief introduction to each of the LCTCS community colleges is provided.
Information was gained through participant interviews, observation, web-sites, and
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institutional documentation. I had the opportunity and privilege to visit each community
college during the months of May and June 2003.1 attained a new perspective and
understanding of the roles these institutions maintain for the students, employees, and
communities. The seven community colleges were readily accessible to the communities
served. The colleges were a short distance from interstate highways and on main
thoroughfares, which made my travels to each location relatively easy.
Late spring in Louisiana is a beautiful time of year with many flowering trees,
azaleas, and flowers in bloom. The weather is warm, but the humid summer days have
not yet arrived, even in the river cities. For my introduction to the LCTCS community
colleges, I will follow the Mississippi River from the salt marshes of the Gulf of Mexico
to the pine-forested hills of north Louisiana (Appendix A).
Elaine P. Nunez Community College
Elaine P. Nunez Community College (NCC) was located southeast of New
Orleans near the Gulf of Mexico, between the Mississippi River and Lake Borgne in
Chalmette. The college seal fittingly reflected the setting of the institution, depicting a
pelican, shrimp boat, Spanish moss-covered cypress tree, and water. The drive to NCC
took me from the hustle and bustle of downtown New Orleans and six-lane highways to a
more peaceful setting in Chalmette. The landscape is flat and marshy. The high-rise
bridge on the way to the college gave a good view of the surroundings.
Nunez Community College originally began as a pilot program for the thirteenth
and fourteenth grade o f high school in St. Bernard Parish in 1968. NCC was actually
established in 1992 through a merger of St. Bernard Parish Community College (SBPCC)
and Elaine P. Nunez Technical Institute. The merger brought together 1,100 students
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from SBPCC and 700 students from the technical institute. NCC boasted over 2,300
students, 200 employees, 68 full-time faculty, and 41 academic programs. The college
had two divisions: Arts and Sciences/Allied Health, and Business and Technology. At the
time of the study, the demographics of the students at NCC reflected 70% female/30%
male and 30% minority. Over two-thirds of the students were enrolled in the Arts and
Sciences/Allied Health division.
Upon arriving at NCC, I assessed the front administrative building as being small
yet functional. I was pleasantly surprised when I saw the remainder of the campus behind
this building. NCC was located on the site of the former technical institute. Since 1992,
three new buildings had been constructed, a facility was acquired to house administrative
offices, and additions to existing buildings had been completed. NCC also has a Learning
Center in the town of Port Sulphur in Plaquemines parish. The facilities appeared to
provide NCC with the look and feel of a small and modem comprehensive community
college campus.
Delgado Community College
Delgado Community College (DCC) was located in the heart of New Orleans
between the Mississippi River and Lake Ponchatrain and situated next to the picturesque
New Orleans City Park. After leaving the interstate, I followed a boulevard lined with
expansive live oak trees and older homes reflective of New Orleans architecture. New
trolley lines were being extended from the French Quarter, so eonstmction hampered part
of the drive. The campus was large and sprawling with some historic buildings, but most
buildings were more modem and functional. The campus conveyed much the feeling of
an active and vibrant teaming institution. I had visited DCC before, but needed directions
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to find the locations I was scheduled to visit. The day of the visit was cloudy and
threatening rain, a common occurrence in the New Orleans area.
Delgado opened as a vocational trade school for boys in 1921. It continued to
grow and change to meet the career education and training needs of the New Orleans
metropolitan area. Delgado, the largest and oldest comprehensive community college in
Louisiana, was comprised of three campuses: City Park, West Bank, Charity School of
Nursing and two learning centers on the Northshore. The City Park campus had over
11,000 students enrolled. The total enrollment of all campuses of the college exceeded
16,500 in fall 2003. The expenditures of the college surpassed $68 million in 2001-2002.
The institution was well established in the community and with the many businesses and
industries in the large metropolitan area.
The ethnicity of the student population at Delgado reflected the diversity of the
community with 47% Black; 43% white; 6% Hispanic; 3% Asian-American; and 1%
Native American students. The average age of students was 28 with 72% females/28%
males. Delgado offered 50 degree and 22 certificate programs. Approximately one-third
of students were enrolled in courses at Delgado to transfer to universities. One-third of
students pursued programs in Nursing or allied health and one-third were enrolled in the
other programs available at Delgado. Approximately two-thirds of the students required
at least one developmental course and many were “triple remedial” students. The
institution’s administrators were proud of the high certification and licensure pass rates of
Delgado graduates, commonly exceeding the national average.
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River Parishes Community College
River Parishes Community College (RPCC), a “stone’s throw” from I-IO in
Sorrento, was located between New Orleans and Baton Rouge near the Mississippi River.
RPCC serviced the parishes that border the river in this corridor, hence the name River
Parishes Community College. When I arrived at the campus, I was surprised by the
beautiful Acadian plantation-style home next to Bayou Conway that was the centerpiece
of the campus. The administrative building, a 120 year-old home, was renovated to house
administrative and faculty offices as well as classrooms. Two new buildings were built on
this 5-acre campus in the Acadian style. The campus was picturesque and presented a
feeling of family and tradition, though it is a new and emerging community college. My
journey to RPCC took me by historic plantation homes for which the area is well-known.
RPCC was beginning its fifth year of operation. It opened in 1999 with 100
students; the fall 2003 enrollment was 687 students. At the time of the interview, RPCC
had 13 full-time faculty members that taught 65% of classes. RPCC achieved regional
accreditation candidacy status in summer 2003 and anticipated implementing Federal
financial aid in January 2004. RPCC offered four associate degrees in Liberal Arts,
General Studies, General Science, and Chemical Laboratory Technology. The
petrochemical industry was a primary employer in the region.
Baton Rouge Community College
Northwest on I-10 and following the Mississippi, I arrived at the state capital of
Louisiana, Baton Rouge. Baton Rouge is the home of Louisiana State University (LSU),
a land-grant university and the flagship university of the state, and Southern University
(SU), a Historically Black College and University (HBCU) and also a land-grant
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university. The city was a mixture of state government buildings, old and new homes,
inner city and suburb, chemical plants, industries, and river casinos. The mighty
Mississippi River was a hub of activity with boat, barge, and ship traffic.
Baton Rouge Community College (BRCC), located in the geographic center of
Baton Rouge in a high poverty area, was a short distance off a main thoroughfare. The
institution was established as a desegregation compliance piece and was originally
administered jointly by both LSU and SU management boards. The creation of the
institution was an attempt to provide access to a greater numbers of diverse citizens in
and around the Baton Rouge area. Since opening its doors in 1998, BRCC had been
successful in meeting that goal.
BRCC had grown from 1,866 students in 1998 to 5,761 students in fall 2003. The
projections were for BRCC to exceed 10,000 students in the next few years because of
the implementation of selective admission criteria at the three major universities in the
area, availability of additional programs, and accessibility of Federal financial aid. The
faculty, staff and student populations were diverse. Student enrollment of approximately
60% white and 35% African-American students reflected the student diversity of the
institution. The average age of the students was 23. This atypical community college
student age is representative of the active day population, while the night students are
more nontraditional and older. The students are approximately 50% female, 50% male.
About 50% of the students are full-time. Most students work 20 or more hours per week,
many full-time.
On arriving at the BRCC campus, the new buildings and active building
construction were evident. The college was comprised of three new buildings and a
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parking garage, and was in the process of renovating a building for a Student Center.
Two other major buildings were in the process of being planned and built for Science and
beaming Resources. The college recently received Southern Association of Colleges and
Schools (SACS) accreditation candidacy status and was approved for Federal financial
aid. It is anticipated that the availability of Pell grants will lead to increased enrollments
at BRCC. The college offers five academic programs - Liberal Arts, Business
Technology, Process Technology, General Studies, and General Science. Areas of
concentration have been developed within the general studies degree in the areas of
criminal justice and Teacher education. Additional programs will be added upon
receiving SACS accreditation in 2004.
South Louisiana Community College
South Louisiana Community College (SLCC), another new community college,
was located in southwest Louisiana at the intersection of I-10 and 1-49 in Lafayette, the
heart of Cajun or Acadian country. SLCC also had branch campuses in New Iberia and
Franklin. My drive to the Lafayette campus took me through the Lafayette business areas.
The facility was housed in a former office building. Although this facility did not exude
the typical feel o f a community college, it provided ten classrooms, a leaming resource
center, and faculty and administrative offices. Personnel and students at SLCC were
excited about the construction of a new campus and permanent facility underway and
slated for completion in 2004.
SLCC was created by the Legislature in 1997, hiring its first chancellor in early
1998, and offering its first classes in summer 1998 in New Iberia. Courses were offered
in Lafayette in spring 1999 and Franklin in fall 1999. The college had grown from an
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initial enrollment of 156 students in fall 1998 to over 1,200 students in spring 2003. The
demographics of students were an average age of 25, 70% female/30% male, and 65%
white/35% African-American. The students were a combination of first-time freshmen
that are recent high school graduates and nontraditional adults concentrating on specific
career goals. Most programs were designed for transfer credit; however, vocational
programs were being developed and approved. SLCC offered degrees in Early Childhood
Education, Liberal Arts, General Studies, General Business, Criminal Justice, Emergency
Health Science, and Industrial Technology. SLCC applied for SACS accreditation
candidacy status in November 2002 and anticipated a visit in fall 2003. Achievement of
SACS candidacy status was essential to receive federal financial aid funds. The
availability of federal financial aid funds would make higher education more accessible
and affordable to SLCC students.
Bossier Parish Community College
A three hour drive north on 1-49 took me to the Shreveport-Bossier City area. The
cities of Bossier City and Shreveport border the Red River. As you move east, the terrain
becomes hilly and pine and hardwood trees abound. The area is home to Barksdale Air
Force Base, five river casinos, many large industries, and some of the best hunting and
fishing in the state. Bossier Parish Community College (BPCC) was located adjacent to I220 .

The first impression of the institution is “Where do they put the over 4,000
students?” The college has been resourceful and creative in securing facilities for higher
leaming. The main BPCC campus was located adjacent to a large high school campus
and actually began in one wing of this school. Two two-story classroom/library and
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administration buildings greeted me at the campus. These buildings hid the “sea” of over
24 temporary classroom buildings and trailers that provided classroom and office space
for faculty and staff. In addition to these buildings, the college held classes in three other
buildings within a few miles of the main campus. Parking was a premium. Although the
facilities were austere, the family atmosphere was evident in the faculty and staff. BPCC
had no permanent facilities and all facilities were leased. BPCC faculty and staff were
proud and excited about the $60 million building project that will provide them with a
full campus consisting o f eight buildings on over 70 acres adjacent to 1-20 and Highway
80 in east Bossier City in December 2004. It had taken BPCC thirty-eight years to have a
campus of its own.
BPCC was created as a pilot program for the thirteenth and fourteenth grade of
high school in 1966 and was governed by the local K-12 school board. Classes were first
held in fall 1967 with 101 students and five full-time faculty members. The institution
originally served as a junior college, offering general education courses for transfer to
area colleges and universities. With the addition of occupational programs in the late 70s
and 80s, the enrollment o f BPCC grew. The college was governed by the local parish
school board from 1967 until moving to the University of Louisiana System in 1997.
BPCC joined other community colleges in the state when they again changed governance
to the newly formed Louisiana Community and Technical College System on July 1,
1999.
The enrollment at BPCC had fluctuated but averaged near 4,000 students in past
years. The fall 2003 enrollment exceeded 4,300 students. The average age of students
was 27-29 with 65% female/35% male. The ethnicity of students reflected the community
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with 69% white, 24% Black, 2% Hispanic, and 1% Asian-Americans. BPCC had seen a
shift in recent years from non-traditional students to more first-time freshmen coming
directly from high school. BPCC had 30 associate degrees, technical diplomas, and
certificate programs available to their students, with a large number o f students taking
courses for transfer to area four-year institutions. BPCC had approximately 260 full-time
employees that included 94 full-time faculty members. The institution utilized
approximately 75 adjunct faculty members.
Louisiana Delta Community College
The drive to Louisiana Delta Community College (LDCC) took me east on 1-20
across the rolling piney hills of northern Louisiana. The landscape changed dramatically
when I crossed the Ouachita River, moving into the flat farmland found in the northeast
delta region of the state. Since beginning its first semester in fall 2001, LDCC’s
temporary home had been on the Delta-Ouachita Technical College campus, located
about five miles west of West Monroe adjacent to 1-20. The campus was nondescript,
located on a small hill on a frontage road. Administrative and faculty offices, as well as
several classrooms were made available to Delta by the technical college. LDCC also
offered classes in facilities in other towns throughout the twelve-parish service area.
LDCC relocated to another temporary home in a renovated facility on the University of
Louisiana Monroe campus in August 2003. This facility provided seven classrooms, a
small Leaming Resources Center, as well as faculty and administrative offices.
As the newest community college in the LCTCS, LDCC had moved rapidly to
develop academic curriculum and programs. The college was created by legislative Act
1369 in 1997 and ratified by voters in 1998. A chancellor and staff were not hired until
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spring and summer o f 2001. The first classes were offered by LDCC in fall 2001 with
260 students enrolled. The fall 2003 enrollment increased to 580 students with and
additional 250 remedial math students taught by LDCC faculty at Louisiana Tech
University. The college anticipated rapid growth as new admission standards are
implemented in 2005. The Delta students were 75% female/25% male with an average
age of 27-28. Many of the students were single parents and have attended college in the
past. Similar to other new community colleges in the LCTCS, LDCC had focused its
curricular development on primarily general education, developmental education, and
transfer programs.
LDCC had been approved to offer degrees in Liberal Arts, Early Childhood
Education, Business and Technology, General Studies, and General Science. Preliminary
approval had been granted by the Board of Regents and the LCTCS for a Nursing
program. LDCC submitted its SACS candidacy application for accreditation in fall, 2003.
Accreditation is necessary for the institution to receive federal financial aid funding for
Pell grants, which will increase the accessibility and affordability of higher education to
LDCC students. The institution struggled with a standstill budget of $1.6 million until the
enrollment exceeds 361 full-time equivalent students. At the time of the study, LDCC
had 33 employees, 7 full-time faculty members, hut was in the process of hiring 4 more
full-time faculty, a nursing director, a librarian, as well as seven more staff.
Introduction to Participants
To maintain the confidentiality of participants, pseudonyms were used. Each
institution was assigned an alphabet letter. With the exception of Dr. Walter Bumphus,
LCTCS President, participants were given pseudonyms beginning with the same alphabet
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letter as their institution (i.e., College A: Andrea Allen). Participants were notified
verbally and through the Informed Consent form that because of the limited number of
community colleges in the LCTCS and because of the unique characteristics of each
institution, they could be identified. The participants acknowledged the potential for this
occurrence by signing the Informed Consent form.
The central participants of the study, the chief academic officers (CAO) of the
LCTCS community colleges, varied in titles, responsibilities, experiences, and
backgrounds. The titles of the chief academic officers varied throughout the system from
Vice Chancellor for Academic and Student Affairs, Provost, Vice Chancellor for
Academic Affairs, or Executive Vice Chancellor. Five of the seven CAOs had doctorates
in education, educational administration, higher education administration, or curriculum
and instruction; one had a doctorate in history, and one had a Masters in education. Years
of experience in education varied from seven years to 35 years. Two CAOs were retiring
in the next few months, one CAO had retired from another state system and returned to
work in Louisiana, and two CAOs were anticipating retirement in two to four years. Six
of the seven CAOs had advanced through the faculty ranks, and they had been promoted
to administrative positions. Four of the seven CAOs were male. The backgrounds and
experiences of the CAOs were found to be diverse, but each brought a wealth of
knowledge to their position and to the system. They were instructors in English, math,
history, nursing, industrial arts, psychology, and home economics. Their administrative
backgrounds included such disparate positions as nursing program director, registrar,
financial aid director, director of rural development, director of continuing education,
dean, division chair, vice-president of student affairs, and vice-president of instructional
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development and international studies. Although the majority o f CAOs had served as
faculty members and had doctorates in educational administration, the road to the chief
academic officer position was as unique as each individual.
Dr. Walter Bumphus, LCTCS President
Setting an appointment to interview Dr. Walter Bumphus was understandably
difficult, as he was a very busy man with tremendous demands on his time. His
administrative assistant and I sent many emails back and forth before scheduling a third
interview date and time. The day of the interview, I arrived in Baton Rouge through the
older section of the city. I guess you could say I was lost. I subsequently had to call the
administrative assistant for more detailed directions to the office building. I rambled
through business and residential areas, over numerous railroad tracks, through traffic
lights, arriving finally at the correct building.
The LCTCS offices were housed in an unremarkable office building that is
located in an industrial park area north of the State Capitol area of downtown Baton
Rouge. Upon my arrival, the receptionist called the executive assistant, and I waited
approximately 30 minutes to see Dr. Bumphus. Several people came through the
reception area. All were welcoming and checked to see iff had been helped. The building
appeared neat but “lived in.” The space was temporarily housing the LCTCS while other
facilities were being renovated adjacent to the Baton Rouge Community College campus.
When I entered the President’s office, I was surprised by the small size of the
office. The furnishings were decorous, appropriate, and functional. I was pleased to see
the large portrait of Dr. Bumphus with whom I suspected to be his family. The portrait
gave me the impression that his family was extremely important to him. I found Dr.
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Bumphus to be welcoming and gracious, yet business-like. He was a tall and
commanding man whose presence filled the room. He kindly let me know that be did not
often grant interviews, so I felt especially privileged to interview him. He willingly
consented to being recorded and the information obtained being used for publication and
presentation. He seemed very familiar with dissertation and interview protocol.
Throughout the interview. Dr. Bumphus demonstrated confidence and assurance.
His answers were direct and generally to the point. I struggled to ask the probing
questions, as be moved rapidly from one question to the next question of the interview.
His pride in the rapid and numerous accomplishments of the LCTCS staff and the system
initiatives were evident throughout the interview. He was proud of the professional
development-related initiatives that bad been initiated under bis guidance and direction.
Although the interview with Dr. Bumphus was brief, only about 30 minutes, I gained a
deeper understanding o f bis views and beliefs concerning professional development. I
also expanded my awareness of the overarching LCTC System vision and goals and the
relationship of these goals to professional growth and development initiatives.
CAO Andrea Allen, College A
My first impression of Chief Academic Officer Allen was one of a busy lady
when I made the initial phone contact to schedule an interview. We had agreed to meet at
7:30 AM for the interview. The parking lot was deserted when I arrived on campus. I
searched the lonely building for her office and received directions from a maintenance
person, one of the few people in the building at that time of the morning. I was pleasantly
surprised by the friendly welcome and warm smile I received when I met CAO Allen.
She was helpful and excited about all of the new things happening at College A. She was

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

108

animated when she spoke, and looked me in the eye. CAO Allen was reflective and
thoughtful in her responses. When probed, CAO Allen provided additional information as
it helped to clarify the points or information I was seeking. She was enthusiastic about
and realized the importance of professional development. CAO Allen emphasized that to
“be on top” or “cutting edge,” that ongoing development programs and focus were
necessary. She provided me with numerous resources, including people to speak with and
materials to review at College A. I had the opportunity to visit with a few of the
individuals she recommended and gained additional information and understanding of the
role of professional development in the operations of the institution.
CAO Brandon Barnett, College B
College B was another community college that was accessible to the interstate
system. Typical o f a college campus, finding a parking spot was an adventure in patience
and perseverance. I parked and found my way to the administrative building. I was
warmly greeted by the receptionist in the administrative area. I waited briefly to meet
with CAO Barnett. CAO Barnett appeared dressed professionally when I met him at his
office. His office was well-furnished, spacious, and functional. My initial impression of
CAO Barnett was that he was kind and considerate but a bit nervous or perhaps a
reluctant interview participant. He personified the image of a college professor, often
peering over his glasses as we spoke. CAO Barnett was a busy man, taking phone calls
and answering secretarial questions during the interview. He took time to reflect on the
interview questions and searched for appropriate responses. We had several lulls while he
looked through documents for supporting information. CAO Barnett’s answers were brief
and he often referred me to other departments or individuals on campus for more detailed
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information. CAO Barnett elaborated on areas of pride concerning professional
development, especially in the areas of learning styles and electronic technology. CAO
Barnett acknowledged that College B had many professional development opportunities
for faculty but shared that professional development activities at College B could he more
structured.
CAO Carla Craig, College C
My interview with CAO Craig was in familiar surroundings, as I had scheduled a
compressed-video conference for her interview on my own campus. We had scheduled
this means of interview as she had heen out of the country when I had previously
scheduled interviews. The compressed video media was a means of communication often
used and was familiar to both of us. The compressed video room was scheduled for us for
one hour. An Informed Consent Form was faxed to CAO Craig. She was asked to review
and sign the document and retum it by mail. The transmission was good and questions
and answers were clear in person and on the recording. CAO Craig was direct hut
forthcoming in her answers. The compressed video medium made it a little difficult to
analyze the typical nuances and body language of the interviewee, as the images were
small and the lighting was marginal. The setting was quiet, but a bit more formal and
sterile than the familiarity of one’s office. The interview was broadcast through the
television, and it took place in a classroom setting. Eye contact was difficult to determine
because one tends to focus on the camera; however, CAO Craig spoke directly to me.
CAO Craig was professional in her demeanor. It was evident that she had a wealth of
experience and knowledge. At the completion of question eight, the transmission was cut
off, as the scheduled hour was over. I contacted CAO Craig and asked that she send a
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written response to question number nine when she mailed back her informed consent
form. She willingly complied.
My. Christy Crockett, College C
The morning o f the interview with Ms. Crockett was rainy and dreary. The
morning congestion o f city traffic in unfamiliar territory added a dimension of tension to
my journey. As it was not raining when I went into the administration building, I left my
umbrella and additional supplies in the car. I arrived in the administration building of the
campus and was greeted warmly by a receptionist that offered me coffee and guided me
to the appropriate office. Christy Crockett was ready and waiting for me when I arrived at
her office. Ms. Crockett’s office was neat but small, with numerous shelves of books, file
cabinets, and files around the room. The coffeepot for the offices in the area was located
in Ms. Crockett’s office. We had interruptions during the interview when employees
came in for coffee. In fact, the Director of Institutional Research came in for a cup of
coffee, and Christy asked her to address some issues that we were speaking about in the
interview.
Ms. Crockett was well-prepared for our interview when I arrived. She had
reviewed the questions and had pulled appropriate supporting documentation for the
various areas addressed in the questions. She had also filled out the CAO questionnaire
for the CAO at College C. She had numbered documents and referenced them on the
questionnaire. Ms. Crockett was talkative, but quiet in her demeanor and gave thoughtful
responses. Ms. Crockett began the interview by giving a detailed explanation of the
historical evolution of the director of faculty and staff development position prior to
beginning the actual interview questions. 1 found Ms. Crockett to be extremely
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helpful and informative as well as excited and proud of her position and duties. She was
particularly thorough in all answers and the interview lasted over two hours. She took
time to explain the faculty evaluation/promotion system, as well as how it was directly
related to professional growth and development.
As the interview went much longer than expected, the batteries for the mini-disk
recorder died. I had additional batteries in the car, but there was a deluge of rain and the
parking lot was flooding. I had left the umbrella in the car, as well. I decided not to run to
the car for the batteries. I was able to revive the recorder one time, but it soon gave out
for good. I continued the interview taking as detailed handwritten notes as possible. The
lack of a recording device did not seem to deter Ms. Crockett from providing the details
of her work. She kindly offered to provide any additional information or documentation
as needed as my research progressed.
Mr. Charles Crandon, College C
I had arrived at the campus of College C, but could not locate the building
housing Charles Crandon's office. After a phone call to Mr. Crandon, I finally found his
office, going the back way into the building. It was between semesters, and there were
few students or faculty members of whom to ask directions. I noticed that desks lined the
halls for classroom cleaning on my way to Mr. Crandon’s office. Charles Crandon was
involved in a meeting when I arrived at his office. He quickly completed his conversation
and warmly greeted me. Mr. Crandon was a soft-spoken but thoughtful man that seemed
to weigh carefully his words. We met in an area outside his office at a round table used
for committee meetings. The room was fumished with functional chairs and tables. A
computer was also located in the room. After the interview, Charles gave me a tour of an
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area used for training and general access for students, faculty and staff. One big open
laboratory was primarily for students. Another laboratory was for training faculty and
staff. There was also a conference room. Another room housed some modular offices for
staff and contained several computers for training and assisting faculty in one-on-one
setting.
I found Charles Crandon to be a reserved man that gave to-the-point answers in
the interview. He was informative, and he provided a better understanding of and added
another dimension to the understanding of professional development activities at College
C. His answers to interview questions were focused more narrowly on areas related to
instructional technology and the support of the improvement of teaching through
professional development. His experience in the evolution of instructional technology
and his thirst for maintaining “cutting edge” technology and instruction were evident in
our conversations.
CAO Darren Dodd and Ms. Darlene Davis, College D
It was threatening rain when I arrived at College D. I was warmly greeted by the
receptionist in the administrative building and asked to have a seat, as CAO Dodd was in
a meeting. Darlene Davis soon welcomed me. I had met Darlene on several occasions in
the past at various state higher education meetings. Ms. Davis was an amiable and
gregarious person. She had a twinkle in her dark eyes that spoke of excitement and
possibilities. She was eager to share with me information about activities at College D,
her teaching experiences, her doctoral studies, and her new job. CAO Dodd soon joined
us. He assured that Ms. Davis and I had met and then invited me to join him and Ms.
Davis at lunch at a restaurant adjacent to the campus, as they had not eaten. I explained

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

113

that I had eaten and asked if there was a quiet place to conduct the interview. CAO Dodd
guaranteed that there was a quiet hack room. We proceeded to take a pleasant walk
through the administrative building, across the campus, and to the restaurant. This walk
enabled me to visit informally with CAO Dodd and Ms. Davis, tour the campus facilities,
and develop a rapport with the participants. I perceived that Ms. Davis was included in
the interview because she had more knowledge of the professional development activities
at College D. CAO Dodd had only been in his current position for a little over a year.
The campus was set on a long narrow strip of land. The campus was made up of a
mixture of previously existing technical college facilities and new buildings for the
community college. After our walk through the campus, we arrived at a small sandwich
shop. The restaurant was a quaint “mom and pop” establishment in a small wood frame
house. We met in a back room of the restaurant. As the lunch hour was over, there were
few distractions except for the clang of dishes in the kitchen and the drone of the radio.
I secured informed consent from both participants prior to beginning the
interview. The interview was held concurrently with both participants answering
questions in one interview. My initial impression of CAO Dodd was one of a quiet man.
He seemed a bit uncertain of what or how much to say in the interview. CAO Dodd was
professional in his dress and demeanor but reserved in his responses and he often
weighed his words. CAO Dodd was helpful, hut seemed to explain many questions by
saying the college did not have enough money, funding, or budget to support professional
development. He seemed apologetic for the institution’s lack of activities. Darlene Davis,
on the contrary, was positive and excited about the many activities available. Darlene
usually enhanced CAO D odd’s responses by pointing out the various institutional
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programs and opportunities for professional development. CAO D odd’s view may have
been from the standpoint that the professional development program available at College
D was not as structured as those programs available at his previous colleges of employ.
The chancellor of the institution joined us for a few minutes, pleasantly interrupting the
interview. He inteqected a few comments into the interview, but mainly joined us for
support and lunch. After the interview and lunch, we returned to the administrative
building. A brief spring shower had passed through while we were eating, so the walk
back was a bit steamy. On our retum to the administrative offices, Darlene Davis located
some institutional documents to aid in my research.
CAO Edward Ewing, College E
The drive to College E was pleasant and especially warm on a May day that
foreshadowed the hot summer days to come. I had no problem locating the college, as it
was easily accessible from the interstate. I wandered down a hall, asked for directions,
and was directed to CAO Ewing’s office. I waited a few minutes to see CAO Ewing. His
assistant seemed to be waiting anxiously to see him as well, trying to keep him on
schedule. CAO Ew ing’s office was small and stacked with many books and papers on the
floor, shelves and desk. The computer was a prominent fixture on his desk. He barely had
room for two chairs to the side of his desk. When I was introduced, he was welcoming
and friendly. I disregarded his short tenure as an administrator when he began to speak of
his experiences and future plans for his institution.
The interview with CAO Ewing went well, but we were pressed for time, as he
had another meeting within the hour. However, he took the time to answer each question
thoroughly. CAO Ewing was enthusiastic about the rapid progress and growth of new
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College E and expressed excitement about the potential for growth and opportunities for
new programs. He was complementary of his faculty and staff and explained that they all
wear many “hats” and worked willingly many long hours. I found CAO Ewing to he
attentive and at ease in the interview, ignoring phone calls and reclining comfortably
hack in his chair when answering questions. He seemed to he an extremely driven and
devoted administrator, yet he acknowledged that he had much to learn about his role. His
enthusiasm was contagious.
The discussion with CAO Ewing was open and interesting. The interview revealed
to me that an emerging community college on a limited budget still must fulfill duties and
activities expected of the community college with few people. The administrative
assistant interrupted our conversation to remind CAO Ewing of his meeting. CAO Ewing
took the time to finish answering the questions of the interview and then referred me to
the administrative assistant to obtain supporting documentation.
CAO Frank Feasier, College F
I easily found College F, another college accessible to the interstate system. 1
wandered through the scenic campus to CAO Feasier’s office. The area outside his office
was a huh of activity with student services and financial aid offices in this area. CAO
Feasier’s office was comfortable, an ample size for small group meetings, and
appropriately fumished. I found CAO Feasier to he interesting, informative, and a
pleasure to interview. CAO Feasier exuded an attitude of comfort and ease, as we
unhurriedly progressed through the interview questions. He had a wealth of insight and
experience from working previously for many years in a highly stmctured and established
community college system in another state. We did linger a while on recollections of his
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previous emplojmient and experiences in faculty development prior to beginning the
structured questions; however, the information he shared added insight for my research.
Although slightly apologetic for the lack of activities at College F, he acknowledged that
professional development was extremely important, yet new community colleges had so
many other priorities that must come before developing a structured professional
development program. On the conclusion of the interview, CAO Feaster took me on a
tour of the small campus. The facilities were new and efficient. The administration
building gave a certain ambiance to the campus. CAO Feaster proudly informed me that
the proposed additions to the campus would continue the unique architectural style of the
buildings and make use of the natural setting that surrounded the campus.
CAO Grace Grant, College G
A friend who had an appointment at the same institution shared my travels to
College G. We easily followed the driving directions to the institution. The college was
housed in a business-type facility. CAO Grant pulled up behind us as we parked in front
of the building and warmly greeted us. Her personality was one of a gentile southern
lady. I found her to be a warm, kind, and gracious administrator. The administrative
assistant noted when I called earlier to make an appointment that CAO Grant was
everyone’s mentor. She had worked in higher education for many years and would soon
retire. CAO Grant retained an enthusiasm and excitement for learning and education and
especially the role and need for the community college system. CAO Grant had heen an
administrator at a local state university for many years. She had served in the capacity of
the Dean of the first two years of higher education, or Junior College division, for many
years. The history and evolution of the two-year college movement in Louisiana was
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evidenced in her description of her previous roles and responsibilities. As Louisiana had
no community college system prior to 1999, the colleges and universities assumed the
role and responsibilities typically found in a community college. CAO Grant was also
insightful in affirming the importance and need for an organized and systematic
professional development program. She shared that as the new colleges grow, the need
for well-trained and knowledgeable faculty with a strong pedagogical foundation would
be of utmost importance to the success of the institutions.
Summary of Participant Interviews
The participants of this study willingly shared their time, knowledge, thoughts,
perceptions, and ideals with me. Their answers were generally thoughtful and reflective.
Many had taken time to prepare for the interview by reviewing the questions and
compiling documentation prior to our visit. The interview was but a brief moment of
time, a “snap shot” captured on the recording device and transcribed into written word.
The transcript did not always capture or reflect the influences of the day, months, or years
that the participant may have experienced prior to our visit that could influence their
perceptions.
The content of the interviews made it evident that the four new commimity
colleges, in particular, had many barriers and obstacles to overcome in their daily
operations. They all appeared to be working feverishly to develop courses, build
programs, hire and train faculty, secure funding, plan for buildings, and secure regional
accreditation. All expressed the importance of professional development to their growth
and development. All indicated in one way or another that the lack of funding, time, and
manpower greatly hampered their efforts toward developing a structured professional
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development program. The three established community colleges had more consistent
professional development opportunities; however, only one community college in the
system had a structured professional development program with full-time personnel and
committees to plan, coordinate, deliver, and evaluate the professional development
offerings, needs, and outcomes.
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Chapter Six
THEMES
The purpose o f performing this qualitative multi-site case study was to investigate
current practices, experiences, support, and perceptions concerning professional
development in LCTCS community colleges as described by Chief Academic Officers. I
used multiple methods to obtain information concerning current professional
development practices, perceptions about professional development, commonly used
professional development activities, and institutional support for professional
development in LCTCS community colleges. I examined verbal and written records to
identify and confirm the current professional development usage, support, and needs of
professionals in the LCTCS community colleges. 1 considered the collective thoughts and
perceptions of participants to determine barriers to and benefits of a structured and
effective professional development program. A study of the rich, thick data obtained from
ten interviews with eleven participants, questionnaire results, document review, and the
literature concerning professional development led to emergence of four themes.
Professional development is a component necessary to build and maintain the
human capital and infrastructure of a community college. Just as physical, technological,
organizational, and financial resources are viewed as assets to be obtained, maintained,
and developed, so are human resources (Hitt, Ireland, & Hoskisson, 1995). The
maintenance and improvement of the physical and financial infrastructure are important
for the operation of a community college but the maintenance and improvement of the
human infrastructure is essential to the ongoing success of the community college (Daigle
& Jarmon, 1997). The themes emerged from the data collected through interview
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questions, questionnaire results, document review, and the literature concerning
professional development. The themes were based on the concept that the human capital
and infrastructure of an institution is its most important resource and the foundation of its
strength and stability. Thus, these themes became manifest: Building the Human
Infrastructure, Investment in the Human Infrastructure, Maintenance and Improvement
o f the Human Infrastructure, Dividends and Returns on Investment in the Human
Infrastructure. The chapter presents the themes and sub-themes of the study and
concludes with a summary of the themes and sub-themes within the context of the
LCTCS.
Professional Development in LCTCS Community Colleges
Major Themes and Sub-themes
Data Diauram

Professional Development
and the Human Infrastructure

Buiiding the
Human Infrastructure

Investment in the
Human Infrastructure

Planning

Coordination

iPerceptionsi

Funding

Support

Maintenance and improvement
of the Human Infrastructure

Dividends and Returns on
investment
in the Human infrastructure

Policies

Benefi
and

Evaluation
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Building the Human Infrastructure
The concept for this theme was derived from a comment made by Dr. Walter
Bumphus, LCTCS President, as he explained the importance of professional
development. He said, “/ think that we must continue to build more capacity fo r our staff
and to continue to keep them up to speed with contemporary practices as they relate to
teaching and learning. ” Each institution in the LCTCS was required to have strategic
plans, a mission, and goals that guide the community college in its operations and
planning. The LCTCS also had strategic plans that created the overarching plans and
goals for the system. The system and individual community colleges each perceived and
proved their fulfillment o f these plans and goals by diverse methods. Professional
development, although only specifically addressed in the LCTCS Strategic Plan and
strategic goals at College C, was denoted in some document by all participants. Most
institutions addressed professional development in their faculty handbooks or through
faculty evaluation policies. Thus, this theme had two sub-themes: Planning and
Perceptions. Planning, for the purpose of this research, refers to any activities or values
relating to institutional planning in the LCTCS community colleges or the system. This
sub-theme evolved from words or phrases used by the participants such as plans, goals,
strategic goals, mission, mission statement, values, plans, planning, strategic plans,
vision, objectives, statement, initiatives, key performance indicators (Appendix O).
The participants spoke with pride or reticence of professional development
activities and opportunities provided to faculty and staff. Their perception was that
professional development was either a highly regarded area of focus at their institution or
sometimes just an afterthought. The term perception was chosen because it represented
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beliefs and feelings expressed by the participants in regard to professional development
which included terms such as values, growth, opportunities, needs, quality, important,
participate, foster, encourage, happy, challenge, help, improve, meet needs (Appendix O).
Planning
Planning permeated the activities of all institutions and the system, whether it was
formal or informal in nature. Strategic planning aided institutions in creating a framework
through which they may be in the most advantageous position to achieve their desired
future. Strategic planning encouraged the community college and its staff to set priorities
and focus resources to achieve established goals. As an emerging system, the LCTCS had
been developing and expanding these goals and objectives as the role of the LCTCS
institutions in higher education in Louisiana had broadened. In the newly developed
Louisiana Community and Technical College System 2002- 2007 Strategic Plan, Goal 8
addressed college personnel and professional development. This LCTC System strategic
goal provided an overarching goal for all institutions within the governance of the
LCTCS.
Goal 8. College Personnel: Recruit and retain exemplary faculty, staff, and
administrators through continuous professional development. To achieve this
goal, the LCTCS proposes to:
1) strengthen the working environment to attract and retain the most talented
and best-qualified faculty and staff, 2) maintain a faculty/staff development
program to renew their training, skills, and enthusiasm in order to creatively
meet the changing needs of students, 3) provide opportunities for faculty and
staff to upgrade their skills in the use of new and emerging technology, and
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4) strengthen the preparation of faculty who teach transfer courses (LCTCS
Strategic Plan, p.7).
The LCTC System president, Dr. Walter Bumphus, had instituted various
initiatives for leadership development, system-wide faculty and staff development, and
specific areas o f focus that aided in meeting system goals and objectives. He expressed
support of these system goals,
...as we looked at our strategic plans and my system goals fo r the year, I
try to make sure that we incorporate professional development each year,
as something new and different. This past year we tried to come up with a
couple o f new academic initiatives. One was electronic learning and the
other one was teacher education.
Dr. Bumphus further presented that the LCTCS Board was committed to assuring that
faculty and staff are knowledgeable and prepared for their positions.
And, I think that our Board, I think I speak fo r our Board when I say that
they really want to do all we can to be sure our faculty and staff to be up
to speed with the latest in their given discipline. That is why we are
making sure that people are coming to the classroom well-equipped and
fully knowledgeable with contemporary strategies.
The other participants at the various community colleges relayed how strategic
plans and goals impacted their institutions in a myriad of ways. Many participants
presented the strategic plans of the LCTCS as providing the goals for professional
development, but did not indicate that the goals impacted program development at the
community colleges. Only two institutions had specific professional development goals at
their institution. CAO Barnett proposed that professional development would be
subsumed under educational programs or the teaching process goals of the institution.
Several participants indicated that, although the institution’s mission statement and goals
did not specifically address professional development, it was part of the mission and
strategic planning o f the institution as it related to excellence in teaching and learning.
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pursuit of knowledge, remaining current in the discipline, integrating technology in
teaching, or development of high quality faculty. CAO Ewing at College E shared.
There is not a specific statement that says professional development that
refers to professional development o f staff and faculty, but it does talk
about commitment to high quality employees. And, I think the only way
you have high quality employees, whether it be faculty, staff,
administration, whomever, is to provide opportunities fo r professional
development.
CAO Allen at College A related that the mission o f the institution included
encouraging lifelong learning, but that they had not connected that students as well as
faculty needed to be lifelong learners.
I f we talk about lifelong learning, which is a part o f our mission, we
really talk, in our mission statement, about serving our students, but
do n ’t talk about ourselves as being those students. And, I think that in our
strategic planning we certainly talk about professional development and
keeping ourselves up-to-date and current. But I don’t think our mission
statement supports our faculty or staff as being a part o f the learning
community. I think we are all a part o f the learning community, but I
do n ’t think we have made that leap- that connection - quite yet.
The participants often spoke to specific initiatives as part of the strategic plans for the
institution or system as a whole. These initiatives included establishing partnerships with
business, expanding services using electronic learning, researching and revising general
education, developing learning outcomes, setting unit goals, developing budget proposals
as a team, and redesigning teacher education. A participant from College C indicated that
they had a strategic planning document specific to their areas that presented simply “. . .
where we are now and where we hope to go.” However, a more specific goal included
one to support faculty, “. . . ensure that there are opportunities fo r faculty to grow
professionally and remain current.” The emerging community colleges plans to create a
comprehensive community college often took priority over specific plans for professional
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development; however, as CAO Ewing noX^d, professional development occurred every
day in the emerging community colleges,
I think our people see College E as a professional development
opportunity every day because [of] its growth. I t ’s something other
people, few people, have the opportunity to build a college from the
ground up. It is itself a professional development opportunity.
Perceptions
The general perceptions presented by participants were that there was a need for
and value in professional development programs for faculty and staff. The participants
expressed feelings, beliefs, attributes, and perceptions pertaining to professional
development in multiple ways. CAO Allen shared a paraphrased version of the
description of professional development as listed in her faculty handbook.
The college encourages and provides faculty members an opportunity to
continue their professional development throughout their career. Support
includes recognizing study at the graduate and undergraduate levels, and
that we provide professional leave and travel reimbursement and award
mini-grants fo r worthwhile proposals, and consider such activities in
promotion criteria.
The words encourage, help, provide, opportunity, foster in this excerpt and in other
interviews indicated the overall institutional endorsement for professional development.
CAO Grace Grant recounted how the LCTC system encouraged participation in various
informal activities administered by the system,
. . . there are all kinds o f informal activities that are carried out in the
system that lead to professional development, and they are not things that
you might ordinarily think o f for professional development: the
opportunity to serve on committees, to be a part o f task forces, to attend
some o f state-wide conferences. And some o f the big ones fo r community
colleges, in terms o f outside conferences, are NISOD and AACC. So
those kinds o f offerings are very much encouraged by the system, by Dr.
Bumphus, especially.
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The CAO from College A conveyed the various professional development
‘‘p ieces" that her institution had in place. She proposed that College K fostered
involvement in professional development opportunities through a policy that required
participation in a set number of activities per year. Christy Crockett at College C
described a faculty evaluation system that incorporated faculty development as a form of
encouragement,
The evaluation system requires that goals be set after reviewing results o f
formal and informal surveys. The supervisor encourages the faculty to
change, provides great ideas, and makes professional development
available fo r improvement.
The participants expressed frequently the perception of how they helped faculty in
their professional development goals and endeavors. The CAO from College E shared
how a faculty member had been encouraged to pursue a doctoral program, “We 7/ help
you through this. We will help you do this." Participants referred to helping faculty leam
new and different procedures, technology, or software. In speaking about training faculty
on electronic technology, a participant from College C, Charles Crandon explained.
So Ife e l like when we help somebody with technology that we ’re giving
them pretty good advice on the pedagogical or andregogical side. So, we
think that the system, the design o f it, is good once we put out a product,
and you know the product does belong to the faculty. So, you just don’t sit
down and do it fo r them. You help them figure out how it might be done
in a good way and ju st provide the support they need to do it themselves.
You don’t produce so much, but you help others to be productive.
He further shared that the role he filled at his institution involved consulting with faculty
so that they were able to integrate electronic technology into their classes or to support
their teaching. He related that they may need help with the Blackboard online course
preparation or basic Microsoft Office software, but if they called and asked for help or
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took the first step by going to the faculty laboratory and received positive assistance and
support, they may want to do more.
/ can show somebody in a few minutes how to do that (EXCEL grade
book), and so they ’II let us help them with that. Maybe, i f they feel like we
served them well, they ’II want to come back and want to do something
else.
Christy Crockett further substantiated Charles Crandon’s example in explaining the role
of the Blackboard coordinator at their institution,
. . . she also sits down with people one-on-one at their desk and helps
them work through problems and it doesn’t have to be Blackboard. She is
the Blackboard coordinator, but she’s also the traveling guru. So you
know, when I was having trouble with transferring to Outlook, she came
and walked me through it. Or you can pick up the phone and she ’II walk
you through things on the phone. But any project that a teacher has that
they want to create a streaming video or anything, sh e’s the support.
Christy provided another example of the perceived advocacy by the institution for
professional development as evidenced by the availability of teacher mini-grants that are
designed to encourage enhancement of teaching and learning in the classroom.
But we also had to, at some point, tell the teachers, because o f the
application form it looks like they have to Justify the money, they have to
spend it on supplies. So, we had to be very strong in telling the teachers
to take the whole thing as an honorarium if you want to. You know, "This
is to encourage you, ’’ but most teachers do spend it on supplies. That’s
what they do.
CAO Carla Craig gave another example of the help provided to faculty at College C.
We have a group o f classroom observers who are trained in observation
who work with new teachers, new teachers, primarily, and with other
teachers on an as needed basis to observe their classrooms in a
development way not in an evaluation mode. To help them, you know, to
talk with them about what they did and what they saw that they can do
differently, in helping them in developing their teaching ability.
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CAO Craig, in her description of the many professional development activities at College
C, conveyed that faculty and staff are provided many opportunities for participation. She
cited the activities as opportunities in which they were encouraged to participate.
CAO Frank Feaster at College F expressed regret for not having a structured
program but shared that his institution (a) was able to support attendance at both state and
national professional meetings and (b) encouraged best practice sharing among faculty.
CAO Edward Ewing at College E emphasized that his institution encouraged faculty and
staff to pursue additional education, graduate courses, or doctoral programs. In some
cases faculty were required to attain additional graduate hours to maintain their position
or enable them to teach upper level course work. He underscored that the education
would afford faculty and staff an opportxmity for advancement.
And so there is definitely a climate here o f improve yourself go out and
get that next degree. I t ’s obvious. There are going to be opportunities fo r
advancement at this institution. And everybody needs to be prepared fo r
when that day comes.
Antithetically, although the participants often perceived professional development
as something that was necessary, they also related the difficulties faced in delivering
quality professional development programs because of monetary, time, or personnel
constraints. The negative perception participants expressed concerning professional
development often provided insight into the priorities set and stresses experienced by the
rapidly growing and developing emerging community colleges, where funding and
personnel were limited. CAO Edward Ewing at College E asserted.
I t ’s tough, not so much because o f the financial, it is difficult financially,
but much more difficult because o f the time away from the “shop ”
because it is not a situation where someone else will do your job while
you ’re out because there is no someone else. I t ’s as if you ’re not here, it
doesn’t get done. So, w e’ve tried our best to have people get those
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opportunities while still getting the job done. It puts a tremendous strain
on folks as they travel.
Dr. Ewing continued,
We try to do as many “out o f shop "professional development
opportunities as possible. We simply don’t have the staff nor the time to
offer professional development opportunities here on site or on staff. In
most cases, i t ’s not financially possible to have anyone come here and
make presentations. I t ’s much easier to piggyback on one o f the other
institutions.
CAO Darren Dodd at College D stressed the financial strains and limited travel
budgets that caused what he perceived to be inadequate professional development
opportunities for the faculty and staff at his institution, “But, as a whole, we ’re probably
not doing as much as we should be doing. We ’re probably doing as much as we can
afford to do, but not as much as we should be doing."
The need for structured professional development activities was discounted as
perhaps superfluous by CAO Brandon Barnett at College B,
We don’t make a big deal out o f it. There have been suggestions that we
go to a real formalized thing. And that may be in the future, I don’t know.
But what we do seems to be working better than getting everybody
together fo r three days and make them sit in the auditorium and listen to
speakers, which some colleges kind o f do it that way. We have some
things we do like that. What I have tried to avoid is having one o f these
all-day or two-day deals, where at the end o f that two days, people are
just worn out. And then, you are ready to start the semester.
The CAOs at the new and emerging community colleges stated frequently the fact
that they wanted to offer professional development opportunities, but that limited
resources and time and priorities that are more urgent prevented them from developing
such programs at the present time. CAO Ewing summarized the sentiments of other CAOs
at new and emerging community colleges in the LCTCS,
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That is one o f the difficulties fo r us overall, is that we can never do
enough. It is a limited resources, it ’s a limited time, it’s a limited
everything. But, you also know what you want, but you also know what
the practicality o f it is. And, some days you go home at the end o f the day
and just want to pull your hair out because you can’t do what you know
you have to be able to do. And that’s the frustration o f this job, in a lot o f
ways . . . and everything has one beside it, first priority.
Investment in the Human Infrastructure
“The quality of an organization’s accumulated body of intellectual capital is by
and large dependent on its human capital; that is, the experience, skills, education, and
motivation o f its employees” (Hanson, 2003, p. 290). Human resources are assets that
must be obtained, maintained, and developed, just as physical, technological,
organizational, and financial resources. Knowledgeable and skilled human resources are
the key to the successful operation of any organization (Daigle & Jarmon, 1997; Eble &
McKeachie, 1985; Hitt, Ireland, & Hoskisson, 1995). Professional development activities
should be linked to achieving the vision, mission, and goals of the institution (Watts &
Hammons, 2003). Professional development for the ongoing training of personnel is
important to the efficient and productive operation of a community college.
London (1995) maintained that higher education institutions were similar to the
private business sector, “Training should be linked to productivity improvement and
organization strategies. The role of training is critical to the continued vitality of an
organization, especially in a tight economic environment that demands efficiency and
customer responsiveness” (p. 182). Investment in and support of professional
development and training initiatives indicated that administrators acknowledged that
employees were the essence of the institution.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

131

For the purposes of this study, the theme of Investment in the Human
Infrastructure included the sub-themes o f support, coordination, and funding. Investment
was demonstrated through institutions’ providing general support through institutional
policies and procedures, institutional strategic plans and goals, faculty release time,
administrative encouragement, and investment of time and resources; designating
personnel to coordinate professional development; and providing/wwJmg for programs,
travel, conferences, speakers, and activities. Institutional support for professional
development was reflected by an obvious unified effort to advocate and embrace lifelong
learning for faculty. CAO Allen likened investing in professional development of faculty
to gardening, “ IFe have to nurture it, and water, and fertilize it, just like anything else. I
think that professional development really is part o f nurturing our own environment. ”
Support
Murray (1999), in studying faculty development in a national sample of
community colleges, revealed five components of effective faculty development plans or
programs. The first component was institutional support. Murray defined institutional
support as “ .. .a climate that fosters and encourages faculty development” (p. 61).
Bumstad, Hoss, and McHargue (1997) also affirmed that the support of campus leaders
was essential to the successful delivery of a structured professional development
program. Visible and substantial institutional support demonstrated that professional
development was a priority.
The participants expressed that their institutions and the system supported, in
general, professional development. Support may be provided to faculty in a myriad of
ways. Support involved providing financial support for attending conferences, providing
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moral support for pursuit of ongoing education, designating individuals or committees to
coordinate programs, incorporating professional development into budgets and strategic
plans, providing release time for people to attend internal or external meetings and
conferences, or supporting professional development as demonstrated through
institutional policies, procedures, and programs.
The LCTCS staff had made professional development a system-wide priority. The
System had a specified goal that addressed professional development: “Goal 8. College
Personnel: Recruit and retain exemplary faculty, staff, and administrators through
continuous professional development” {LCTCS Strategic Plan, p. 7). To meet this goal,
the System office developed and offered an assortment of professional development
programs led by nationally recognized speakers, a system-wide conference day, a
leadership institute, grant funding for institution-specific development initiatives,
policies, and task forces for system initiatives. System initiatives encouraged ongoing
growth, change, and development of faculty and staff in the System. Initiatives included
teacher education, developmental education, general education, and electronic learning.
The concerted effort of the LCTCS president and staff toward promotion of professional
development had established a higher level of expectation and an example for the
institutions under its guidance and direction.
System support was reflected through the recent Board passage of a policy for
educational leave. The LCTCS Board had approved a leave policy to enable ongoing
pursuit of education of its faculty and staff. The policy defined sabbatical leave for
faculty as “.. .leave with pay fo r the purpose ofprofessional or cultural improvement, or
fo r the purpose o f study or research . . ..’’ If approved, sabbatical leave may be granted

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

133

for two semesters (52 weeks for 12-month employees) after six or more consecutive
years of service or for one semester (26 weeks for 12-month employees) following three
or more consecutive years of service. Individuals that accept leave must retum to the
granting institution for a minimum of a year following the year of sabbatical leave.
System support was also demonstrated through the offering of the first LCTCS
Conference and Leadership Development Day that was held on August 17-18, 2003 in
Baton Rouge, Louisiana. Over 900 LCTCS faculty and staff registered to attend the
conference with over 200 employees unable to register because of space limitations at the
conference site. The conference was funded through Carl Perkins’ Leadership funds and
donations from vendors and other parties. The intent of the conference was to provide
system employees professional development opportunities through networking with
peers, gaining information from nationally recognized speakers, and affording time to
gain new knowledge on specific system initiatives. Dr. Bumphus anticipated that the
LCTCS conference would become an annual event.
The LCTCS Leadership Development Institute (LDI) was developed and first
offered in the 2001-2002 academic year. Within the new LCTC System, a significant
need for a formal leadership development program was identified, as many current
administrators were nearing retirement. The 2002-2003 LDI brochure explained that the
one-year Leadership Development Institute was “ . . . designed as a personal and
professional development experience in order that staff identified as emerging leaders
may explore their potential fo r leadership and receive career guidance in various college
roles" (p. I). Since its inception in 1999, the LCTC System office and staff have provided
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support by creating an overarching standard and level of expectation for professional
development in the System office and its constituent institutions.
The CAOs at the seven community colleges expressed institutional support for
professional development in various ways. The CAO of College B expressed the support
of his institution for external conferences, “/ think we are very good about sending our
people to most, you know, most anything they want to go to. ” CAO Craig stated that
College C demonstrated its support for professional development by securing the services
of a consultant on professional development,
. . .and had the good fortune to have a Chancellor who, when I first
started this position, we brought in a consultant in from Miami-Dade
[Community College], who looked at what we were doing in professional
development and gave us kind o f an overview o f what we could be doing,
what she saw would be best fo r us to be doing.
Budget funding supported faculty travel and attendance at professional meetings and
conferences at the seven community colleges in the LCTCS. The professional
development budget allowed for mini-grants, presenter grants, and to bring in nationallyrecognized speakers for faculty convocation at College C. In addition, College C paid
half of the tuition for faculty and staff attending a graduate class offered on the College C
campus each semester. Supervisors also worked with staff to allow them to flex their
schedules to attend graduate classes on campus or at a local university.
Christy Crockett and CAO Craig of College C described the policy the institution
had adopted for faculty development that was tied to the faculty evaluation process. Ms.
Crockett explained that the Faculty Evaluation system was structured differently for the
first, second and third year teachers. Each level provided education, training, and support
for the development of the new faculty member.
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We set our goal fo r the first year teacher is pay attention to the classroom
and we 11 support them, but they have to participate in the mentoring
program, so their evaluation is based on it. The second year teacher, we
set goals ahead o f time and if it's possible, it ’s not always possible
because o f class schedules and things like that. But if they can participate
in the course in College Teaching, their evaluation is based on that. And
then the third year teacher, we decided that after they had been
acclimated to the classroom, and acculturated to the college, that they
needed to be updated in their discipline. So we got support from the
college to begin having them look at their own discipline in terms o f how
i t ’s taught at other places.
CAO Craig recognized that the larger more established institutions should
endeavor to support professional development at some of the smaller or new community
colleges in their vicinity.
We tell them about our conferences, certainly, but with our other
activities. Because, I recognize that a smaller school just can 1 do some
o f these things. And, fo r us to include their, their staff and faculty would
not be difficult. So, we have tried to make some o f those things available
to them, to help them as we can.
Ms. Crockett aptly summarized the support that was required for the successful
implementation of professional development programs in community colleges,
You absolutely need to have commitment from the top, not just from the
middle. Ideas need to come from the bottom up, from the faculty to
administration. Assurance is needed from the top administrators that they
will support the professional development effort to enable change and
improvement.
Coordination
The person directly or indirectly responsible for professional development of
faculty at the seven community colleges in the LCTCS was the chief academic officer.
This result was similar to the findings in the literature (Eble, 1971; Grant, 2000; Murray,
1999; Murray, 2001; Nwagwu, 1998; Seagren, Creswell, & Wheeler, 1993; Scott, 1990).
Murray (2001), in an analysis of titles of the administrative position responsible for
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professional development at community colleges, found that chief academic officers were
designated in 68.5% o f the institutions. Only one of the seven community colleges in this
study had a designated director of faculty and staff development. The other six
institutions designated different individuals and/or committees with the responsibility for
professional development from the chief academic officers themselves to Dean of Arts
and Sciences, Human Resources staff. Faculty Senate, Library staff. Assistant to the
Chancellor, and committees. Similar to the findings of Grant (2000), only the largest
college in the LCTCS had a coordinator other than the CAO.
At the LCTC system office, there was no specific person designated for faculty
development, although staff in different areas had a role in planning and development
programs. Dr. Bumphus, LCTC System President, had ultimate responsibility for the
Leadership Development Institute (LDI) with the support of his executive assistant. The
system’s leadership team assisted in developing the focus for the LDI programming. The
Carl Perkins staff also assisted in leadership development and professional development
planning. Staff persons responsible for system initiatives and task forces provided other
related informal professional development activities at the system level. These initiatives
included such areas as general education assessment, teacher education, and electronic
learning.
College A had an individual, the assistant to the chancellor, who coordinated
much of the professional development programming.
We have one individual who coordinates the program development. ...he
also functions as the assistant to the president. So, it is not a primary
responsibility, but it is a major focus as one o f the things that he does. He
coordinates all the travel funded by the academic enhancement monies.
He also sets up programs like the convocations and then when we come
back in January we have a program. He 11 bring in speakers.
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In addition to the assistant to the president, the College A library staff and faculty
members provided programs throughout the year,
Our library sta ff heads up our distance learning area. They have been
putting on some incredible programs in regards to getting people
certified to teach on line. They have had a wonderful smorgasbord o f
programs that they have been offering during this last year. We have also
had some o f the teachers that have been doing some brown bag things,
where they are. I mean, we do not utilize our experts here on campus well
enough and often.
CAO Allen had also asked the Faculty Senate to offer professional development activities
once a month on a set schedule throughout the year. The information for all professional
development activities was announced and advertised through the institutional email
news.
Dr. Barnett at College B indicated that he had taken on the job of professional
development b y ''''default.’’' Many different groups participated in the offering of
professional development opportunities at College B,
Professional development offaculty is kind o f a job I have ju st taken on
by default down through the years. Other colleges, some colleges, the
larger schools, have a full-time faculty development person. But me, the
Academic Affairs, HR (Human Resources) and the Faculty Senate have
been involved, itself, in some things. And I also understand the Staff
Senate is doing some things, as well.
Although the CAO had ultimate responsibility for professional development at College B,
he indicated that it consisted primarily of meeting with persons delivering the programs
for scheduling purposes, signing of travel requests, and collecting documentation of
programs offered for the academic area. CAO Barnett also disclosed that the Director of
Electronic Technology and the Director of Accelerated Corporate Training (ACT) offered
various professional development activities for the faculty and staff of College B.
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Documentation from College B also revealed the existence of a Faculty Development
Committee, but the CAO did not mention their role in the coordination of professional
development. CAO Barnett acknowledged that his institution should consider formalizing
the professional development program and consider hiring a full-time or part-time person
to coordinate it, but not until institutional space limitations were remedied.
College C had the most structured of all professional development programs in
the LCTCS. College C had three full-time staff for varied professional development
related activities. CAO Craig listed the positions as Blackboard Coordinator, Director of
the Center for Advancement of Teaching and Technology (CATT), and a Director of
Professional Development for faculty and staff. She also indicated that committees
assisted these full-time staff in guiding and directing their efforts. Charles Crandon listed
the individuals involved in the delivery of professional development activities related to
electronic technology at College C.
Well, we have our administrative coordinator, and we have a lab
coordinator, and then we have the academic Blackboard coordinator,
and then myself (Director), and then we have the multi-media, part-time
multimedia lab tech, which runs the open lab in the evenings.
Mr. Crandon also told of the other advisory groups or committees that assisted in
planning and development o f programs and implementation of technology in his area: the
Academic Computing Committee and the Information Systems Council. As the Director
of Faculty and Staff Development, Christy Crockett was guided by the advice of two
committees: the Professional Development Committee and the Faculty Evaluation
Committee. CAO Craig described the responsibilities of the professional development
committee at College C,
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We do have a professional development committee. And that committee
plans the conferences with input from us, but they are in charge o f all the
workshops, particularly. They get involved in who that, who the primary
speaker is. They plan. They select the winners o f the presenter grants and
the mini-grants. I f there is some other activity that they feel strongly that
we need to have, it would come through that committee.
C A O D o d d at C ollege D asserted that the resp on sib ility for coordination o f

professional development is not specifically assigned, but would generally be a part of
the institutional effectiveness function. He indicated, “It is part o f the IE (institutional
effectiveness) function. That would be the, the nearest, and it’s really not an item, as
such, in her job description.” In addition, the Faculty Senate President had input into
programs for faculty. College D had a Professional Development Committee. In the past
year, the committee was subsumed under the Academic Standards committee, but as Ms.
Davis shared, it was actually “defunct.” However, CAO Dodd explained how the
Professional Development Committee would function if revitalized.
I f you revitalize the committee that would be a function o f the committee
to research the faculty to fin d out what is wanted. Now, that may be
different on what is wanted and what is needed, but let the committee do
the work, fo r the most part.
CAO Ewing at College E affirmed that at his institution the individual supervisors
coordinated professional development for their employees. Professional development was
a component of the annual performance evaluation. The supervisor and employee agreed
on the professional development goals, which included conferences, professional
meetings, or further education. The Human Resources Director at College E had also
offered some training videos and online modules for faculty and staff. CAO Ewing
acknowledged.
We’ve got to give some assistance to our folks. We need to have a better,
we need to have people designated as being responsible fo r professional

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

140

development in this area or that area, content, or however you want to
designate it. We've got to come up with some structure or mechanism fo r
that. We need, desperately, a mentoring program. We need an orientation
program fo r first-time employees fo r us. Few people can understand what
we go through on a daily basis here. Not that we 're some Herculean
group, that's not it at all. It's just that very few people can comprehend
what it's like to be a part o f an emerging college.
CAO Feaster presented that he was the person responsible for professional
development at College F and he spent only a small portion of his time on professional
development as his focus had been on “ . . , putting in place what a new institution
requires . . . . ” He told of some activities that were planned for the fall meeting,
I did ask faculty to give me some things. We report a week before school
starts in the fall. And I would like to use some o f that time. We've done,
we've had some presentations made during that time. And I ’d like to do
that in a more form al way this coming year. I have asked them to give me
any ideas they wanted, either a workshop or presentation. We've
collected those and we 7/ make a request fo r budget support during our
next academic year to support the fall.
CAO Grant at College G related that the Dean of Arts and Sciences was the
person who was involved in professional development at her institution.
Fortunately, I ’ve had a Dean o f Arts and Sciences who is very pro getting
outside expertise. In fact, he was partial to that as opposed to getting the
kind o f training you get at workshops and conferences. Which, it was his
idea to pool resources to bring somebody in.
CAO Grant also reported that ideas for professional development activities for the year
were discussed in faculty meetings where faculty members indicated their areas of
interest. CAO Grant verified the need for a person to coordinate professional
development efforts,
What we do n ’t have is a professional development plan. Or, what we
don’t have, fo r me, you almost need somebody, like a professional
development center where, you know, there is somebody in charge o f
assessing needs and designing the training, scheduling the right people
into the right training. That has not been a part o f what we have made a
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high priority here. Even though every time we turn around we see how
that aspect influences everything else.
She further presented,
/ think we all need to get to a point where professional development
becomes a goal, such that you have a plan fo r it every year. And you have
strategies fo r doing it. In the end, you can measure what you did. The
way we are operating now, it’s out there, somewhere. But there’s, there’s
no control over it, you know. There’s no central administration o f it. And,
I think part, you know, part o f the reason that there isn’t is because we
have other priorities. But, part o f the reason why there isn’t is because
there isn ’t anybody. There isn’t any central focus on that.
A review o f the interview transcripts and documentation concerning professional
development revealed a verbal commitment to professional development, but often other
priorities and lack of funding led to less than a coordinated effort for professional
development. Only one institution had designated full-time personnel to direct the
professional development activities. Other institutions had various individuals or
committees responsible for portions of professional development. Bumstad, Hoss, and
McHargue (1997) shared “If evervone is responsible, then no one is responsible. One
individual should be assigned primary responsibility for developing, managing and
marketing the comprehensive staff development program at your college" (p. 13).
Funding
Funding was a frequently perceived barrier to the delivery of quality and
comprehensive professional development programs at the seven LCTCS community
colleges. Funding for personnel, travel, leave, supplies, and equipment were items of
concern expressed by the participants. Although not specifically about professional
development, the new, emerging community colleges often seemed to struggle with the
lack of funds and personnel. Respondents stated that their limited staff performed
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multiple functions and that it was extremely difficult for their undersized staff to be away
from work responsibilities on campus. LCTCS President, Dr. Bumphus, realized the
financial strains present at the community colleges but stressed that colleges must be
financially committed to professional development,
We are about to go through some tough times budgetarily, and oftentimes
when budgets are tight, the first thing some colleges want to do is cut
their budgets fo r professional development. And, in my opinion, we could
not be more wrong. I think that we must continue to build more capacity
fo r our staff and continue to keep them up to speed with contemporary
practices as they relate to teaching and learning.
Dr. Bumphus affirmed that resources were available through the system programs
and Perkins funding for leadership and professional development. The 1998 Carl D.
Perkins Vocational and Technical Education Act provided federal funding to support
education and training in vocational, career, and technical programs at secondary and
post-secondary institutions {LCTCS: Carl D. Perkins Program). The LCTC System
allotted Perkins funds for leadership and development initiatives in which the institutions
submitted competitive proposals for these resources. The Louisiana Board of Regents
also provided some financial resources that included opportunities for professional
development such as contracting experts or consultants for the institution.
Dr. Bumphus shared the various programs and initiatives provided through the
LCTC System office.
From the perspective o f a system-wide professional development activity,
we offer our Leadership Development Institute. . . .Likewise, through our
Perkins funding, we offer a number ofprofessional development
opportunities statewide to enhance faculty members in their growth and
development.
As previously indicated, the LCTC System offered a system-wide conference day and the
Leadership Development Institute. In particular, Dr. Bumphus noted that system initiative
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money was also available to support participation at the annual NISOD conference. The
system also funded several participants to an information technology conference.
The seven community college CAOs shared their concerns about financial
support for professional development at their institutions. Although Perkins funds were
used for professional development and training, only those institutions that had been
approved for Title IV funding were eligible to receive Perkins funding. Two of the four
new, emerging community colleges were only recently approved for Title IV funding.
Two community colleges were awaiting approval of SACS Accreditation Candidacy
Status to apply for Title IV funding. College A used an academic enhancement fund to
support professional development. The institution also supported professional
development through professional leave, travel reimbursements, and teaching mini
grants. CAO Allen explained the use of the academic enhancement fee.
We, one o f the things we have that is really a beauty fo r us is that we
have a charge on the student tuition that is basically, we call academic
enhancement. It gives us the ability to do some things, to fund, basically,
professional development activities as well as fund things that we
wouldn’t be funded by the state for. We can use the monies fo r i f we need
to buy a microscope, or i f we need to buy some type o f software. We try
not to use it fo r those kinds o f things and we do set aside monies fo r
professional development in that fund. And that is usually used to support
folks going to conferences.
CAO Allen, however, concurred that professional development was one of the first areas
to be cut when budgets were tight. She was encouraged to share that professional
development had been addressed during the budgeting process the previous year, at
College A, indicating it was an area of focus and importance to the institution.
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CAO Barnett at College B pointed out that the institutional travel and leave policy
as well as the divisional budgets provided a significant amount of support and funding for
professional development,
One thing that should count in professional development is the amount o f
money that we spend to send faculty to conferences and institutions, but
they are also paying them their fu ll salary when they are gone (on
professional leave). I f you add all that up, in fact I have been trying to get
a print out fo r years fo r what that amounts to, but I can never do it.
CAO Barnett stated that some division faculty traveled more than others based on the
discipline area. The institution’s Academic Enhancement fund was available if division
budgets were not sufficient to support faculty travel to meetings or conferences. CAO
Barnett provided an example o f how a nationally recognized speaker was brought to
College B through a combination of Carl Perkins, Academic Enhancement, and
Foundation funds. He further explained that these same funding sources were used to
send faculty and administrative staff to a Learning Styles Institute, as well.
College C had multiple funding sources to support their various professional
development activities and programs. College C demonstrated its strong commitment to
professional development through specific budget funding for three full-time personnel
and for the activities o f the program. Professional development had been a part of the
CAO Craig’s overall budget in the past, but was moved to a separate line item several
years ago.
She (Director o f Professional Development) always knew how much
money she had in each category, but I ’ve moved it out to make it a line
item so that she can see that this is professional development and this is
the money that we have. Because I think it says something to be in the
budget instead o f lump summed in, in my budget.
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Charles Crandon noted that he wrote grant proposals, as the budget for his area was
small, A grant funded a summer workshop for three years that was for training faculty to
teach online using Blackboard. Course release and stipends were also used to encourage
faculty to develop online courses. Student technology enhancement fees (STEF) were
also available for the Teaching and Technology area. These funds are used to purchase
equipment or support student electronic technology needs. Carl Perkins funds were used
to develop the Center for the Advancement of Teaching and Technology at College C.
Mr. Crandon told o f a recently submitted Carl Perkins proposal that would pay release
time for faculty associates to work on a non-credit course on teaching in community
colleges,
They [faculty] would help us plan and teach fo r that. They would also
work on their own curriculum project. Either it could be related to
technology or it doesn’t have to be. And then they would also serve part
o f the time as a consultant to other faculty in either curriculum
development or technology or whatever.
Christy Crockett disclosed that the Institutional Effectiveness office budget originally
funded several of the professional development initiatives at College C,
In fact, institutional effectiveness was the office that got me started. I was
working fo r the institutional effectiveness director and it was his budget
that funded the mentoring program, the course in college teaching, and
the classroom observers, originally. And so we just see that as part o f our
mission is to develop effective teachers, not just anybody who walks in off
the street.
Ms. Crockett also gave examples of activities that were funded by the chancellor and
budget of the institution: (a) presenter grants with a limit of up to $5000 for a speaker, (b)
mini-grants for faculty, (c) teaching excellence award of $5000, (d) speakers for
workshops, and (e) funding for conferences. She indicated that the institutional
administration demonstrated their commitment to professional development by providing
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funding and budget support for the many professional development initiatives. Charles
Crandon also related that as more online courses and enhanced courses are developed,
funding is needed for additional support personnel for Blackboard users, both students
and faculty. Although the College C budget had provided adequate funding for
professional development, CAO Craig stated,
. . . i f we had more money I would say that I would, would provide more
release time opportunities to make use o f the resources that we have.
Because I think teaching five classes at a time, fifteen hours is a very full
load fo r someone. And it takes some extra motivation fo r them to
participate in these other activities. So, you know, if you could provide
some incentive fo r some release time fo r them to participate in some o f
these activities. . . .And, having more money fo r travel, uh, more money to
bring people in would be better than other things that I would do.
Funding was a concern for CAO Dodd at College D. He stated that individual,
divisional, or institutional professional development was minimal because of funding.
CAO Dodd presented, “When we started this budget year, we were the lowest budgeted
college in the state per student.” Ms. Davis noted that College D had initiated a
successful mentoring program but did not have the funds to continue it. CAO Dodd made
a valid point in that the larger institutions have “an economy o f scale ” that allowed them
more flexibility in their budget and delivery of services.
On an encouraging note, CAO Dodd confirmed that College D had an Academic
Enhancement budget generated by student fees. College D used these fees primarily for
purchase o f equipment and technology. Carl Perkins funds had been used for funding
faculty to attend the National Institute for Staff and Organizational Development
(NISOD) conference. Other funding sources such as grants had enabled the institution to
continue to offer professional development programs to faculty and staff. In particular, a
grant from the Department of Energy provided funds for the training of five faculty
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members per year on the use of distance learning equipment and software applications.
The trained faculty then trained others.
The CAO at College E, Edward Ewing, reported that the LCTCS had been
supportive in providing workshops on grant writing, EEOC topics, technology, and
peripheral areas, but had not as yet provided discipline-specific area support. CAO Ewing
also noted that the LCTCS had a policy that allowed employees to take up to six hours of
courses at an LCTCS institution free of charge. This was a tremendous benefit to non
faculty employees, but faculty paid their own way if pursuing additional graduate hours
or a doctorate. Institutional funds, while limited, were provided for travel and
conferences. CAO Edwards stated, “ Ike Ve had to beg, borrow, and steal, but we Ve done
a heck o f a jo b considering the limited resources we have in terms ofprofessional
development^
CAO Ewing explained that College E faculty and staff had been fortunate to be
able to ‘'‘'piggyback'’ on area college and university professional development workshops
in grant writing. Blackboard training, and mentoring. This had been most valuable to
College E, as at this stage in the college’s development, it had not been financially
feasible to bring in external presenters. He emphasized that most of the professional
development money, per se, was in travel and lumped together in the institutional budget.
CAO Ewing expressed that it was important for professional development to become a
separate budget item, ^^And, it ’s not so much that it is an item itself, is important, but at
least that there is a designation in everyone’s mind that, yes, professional development is
important."
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CAO Feaster of College F expressed mixed feelings concerning funding for
professional development. He acknowledged that the institutional budget had paid for
faculty to attend individual professional meetings and conferences such as NISOD. CAO
Feaster stated that because of the limited budget his institution had to be creative. Faculty
members participated in the convocation at a larger community college in the area, CAO
Feaster brought in friends to do workshops for free, and speakers came to the campus to
present to a group of faculty to save money. CAO Feaster admitted, “ .. .we don’t have a
budget to support that yet." Other funding woes included excessive expenses for
institutional software, not qualifying for Board of Regents (BOR) funding for compressed
video systems, and a denial for Blackboard equipment and training in a recent grant
proposal. He affirmed that BOR and LCTCS grant funding had been available for some
initiatives.
College G funded limited numbers of professional development workshops and
conferences. However, CAO Grant verified the scope of the restricted budget situation
through explaining how the faculty members at College G proposed to pool the travel
money from the different departments to bring in outside experts for workshops on
assessment or learning styles. Consultants were never brought in, as the institution had to
use the money for another area of the college. CAO Grant shared that a TRIOS grant had
allowed them to bring in a consultant to present on learning styles one year. College G
often used the talent inside their own campus for presentations and sharing of best
practices. Funds were available to send a faculty member to the Great Teachers
Conference.
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Maintenance and Improvement of the Human Infrastructure
Professional development is a component used to build, maintain, and improve
the human capital and infrastructure of the college. Hitt, Ireland and Hoskisson (1995)
stated, “The set of knowledge possessed hy a firm’s human capital is among the most
significant of an organization’s capabilities and ultimately may be the root of all
competitive advantage” (p. 78). London (1995) noted “Establishing opportunities for
development require creative initiatives and a futuristic perspective to identify,
communicate, and develop skill requirements for today and tomorrow (p. 180). London
further supported the importance of continuous learning and improvement citing from an
article by Peter Drucker “Training is only the beginning of learning. Indeed, as the
Japanese can teach u s..., the greatest benefit of training comes not from learning
something new but from doing better what we already do well” (p. 78).
This theme. Maintenance and Improvement o f the Human Infrastructure, had
three sub-themes: activities, areas o f focus, and evaluation. Professional development
activities in the community colleges enabled the institutions to prepare new faculty for
the classroom setting and improve the knowledge and abilities of existing faculty to
promote teaching excellence. When asked about professional development, the
participants listed the many activities available at their institution. Professional
development programs also enabled an institution to initiate new strategies and change
the culture of the institution. Faculty required the proper tools to prepare and empower
them to meet the changing demands and challenges of higher education and to maintain a
vital and successful institution (Sydow, 2000). System and institutional initiatives or
areas o f focus readily emerged in the interviews. The third sub-theme, evaluation, was
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included under this theme as evaluations should be integrated into the programs to assure
that the activities are effective and are meeting the goals of the institution.
Activities
A brief questionnaire of the Chief Academic Officers in the seven LCTCS
community colleges was used to determine the current professional development
practices in these institutions (Appendix C). The questionnaire was modeled after a
section o f a survey used by Murray in studies of faculty development programs in
community colleges in New York (1998), Texas (2000), and nationally (1999, 2001).
This section of Murray’s survey inquired about types of and support for faculty
development programming. The questionnaire for this study was designed to solicit the
same basic information regarding the current professional development activities at the
seven LCTCS community colleges. It also included author-generated questions
concerning instructional technology, involvement of professional personnel in
professional development programming, and the use of professional development to
support the institutional mission and goals. The questionnaire was sent to the CAOs prior
to the scheduled interview. Results were not tabulated until after the interview, so that I
remained unbiased. The tabulated results of the questionnaire responses and results of the
national survey are presented in Table 1.
Six of seven questionnaires were returned and tabulated. Findings were compared
to the national survey o f community colleges (n=130) findings of Murray (1999). The
interview and questionnaire results revealed that, although only one of institution had a
structured professional development program, all colleges offered some traditional
professional development activities. All responding institutions (100%) reported that they
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provided financial support to attend professional conferences, provided training in
instructional technology and media, and used professional development activities to
support the institutional mission and goals.
The questionnaire results confirmed the findings attained from the interviews with
LCTCS Chief Academic Officers and documentation gathered. The professional
development activities most frequently mentioned by the participants in the interviews
were faculty mentoring (28), external speakers (22), convocations (20), conferences (20),
graduate-level coursework (19), workshops (17), National Institute for Staff and
Organizational Development (NISOD) (17), LCTCS Leadership Development Institute
(LDI) (11), faculty orientation (10), and best practices (9). These findings coincided with
the questionnaire results from six of the seven LCTCS community colleges. Four of six
(67%) reported that they provided a formal mentoring program for faculty, five (83%)
reported offering workshops by outside experts or their own campus faculty and six
(100%) reported that their institution provided financial support to attend conferences.
Discussions of the most prevalent professional development activities follow.
Mentoring. Four institutions (67%) reported that they provided a peer-mentoring
program for new faculty. According to the literature, mentoring encouraged the
professional growth of both the mentor and protege. The protege received
encouragement, support, and feedback. The mentor was rejuvenated through reviving
knowledge and remaining current on new practices in teaching and learning (Rowe,
1993; Saltzman, 1996).
Mentoring programs provided opportunities for faculty sharing. Christy Crockett
told about the development of a faculty mentoring program at College C,
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Two people agreed to coordinate a mentoring program the next year, and
they were ready to go. I mean we started working on it in the fall, and by
April they said we ’re ready to go. And, so the very next year we put in a
mentoring program fo r first year teachers, which turned out to be
providential because that was in 1997, and that was the year that we
were mandated by the state to absorb the Technical College on our
campus. So, we had fourteen new teachers coming in who didn’t feel a
part o f College C anyway, who felt like stepchildren, and so the
mentoring program was ready to go and we were able to mentor those
fourteen people. And the way we did it, was by taking fourteen people
who had been nominated fo r Excellence in Teaching awards fo r that
year, and we trained them. We spent a year o f training. They were doing
mentoring, but they were in training at the same time.
Ms. Crockett noted that the mentoring program had created excitement in the faculty,
. . . y o u ’ve got all the new teachers who have ongoing access to
experienced teachers. But they also have ongoing exchange with one
another about the experience o f coming into this culture fo r the first time
and meeting these students fo r the first time, and so they can share their
experiences.
CAO Craig further explained the first year mentoring experience for new teachers at
College C as,

. . having an experienced, trained faculty member working with the new

faculty member to help them to reflect on and develop their teaching styles. ” Ms.
Crockett emphasized that the investment of $1200 to train mentors was more valuable
than spending those funds on a conference for one person, as mentoring ''will help to
improve the whole college.'”
Informal mentoring occurred on all LCTCS community college campuses. The
size and age of the institution played a role in the mentoring process. CAO Dodd
explained that the smaller size of his college encouraged regular informal mentoring.
One o f the things, you know, is our size, in some respects is a hindrance,
but, but it has also allowed us to maintain a family atmosphere. And the
thing that is very evident, it is a big plus here. I t ’s a very evident
component o f the campus. There’s always, there’s always a mentor to
turn to. And, and I think that fills a lot o f the gaps.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

153

CAO Barnett shared information about the informal faculty mentor program for new
faculty at College B. CAO Feaster relayed that he frequently provided individual
mentoring on the instructional side. And, at one of the new community colleges, CAO
Ewing expressed, ‘’W e are mentoring ourselves.” Mentoring was also an important aspect
of the LCTCS Leadership Development Institute (LDI). CAO Allen reported that the
participants of the LDI were assigned a mentor. She explained that many of the ViceChancellors throughout the system functioned as mentors to aid in the development of
these leaders.
External speakers. The LCTCS had brought in many nationally-known speakers
for the Leadership Development Institute or on the day before LCTCS Board meetings.
One participant confessed that he often “slipped a couple o f our people into” the
presentations to take advantage of the program. Speakers brought in for the LCTCS
Leadership Development Institute included such well-known speakers as Dr. Mark
Milliron, President and CEO for the League for Innovation in the Community College;
Dr. John Roueche, Director of Community College Leadership Program, University of
Texas at Austin; Dr. David Pierce, former President and CEO, American Association of
Community Colleges (AACC); Dr. Jerry S. Thornton, President, Cuyahoga Community
College, among many other distinguished speakers.
College A had brought in well-known speakers such as Dr.George Boggs, current
President of the AACC, and Belle Whelan, president of Northern Virginia Community
College, as convocation keynote speakers. College A also had Vincent Tinto to speak on
classroom teaching and retention strategies and Dr. Flemming on learning styles. College
C had convocation keynote speakers such as Dr. John Roueche and Dr. Kay McClenney.
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In addition, they had a unique professional development program which provided funds
for Presenter Grants. Faculty or departments prepared proposals to bring in guest
speakers, whose presentation was open to the whole college. College C allowed up to five
thousand dollars for a presenter grant or often divided this allotment into smaller amounts
to allow for more presentations. In preparation for the regional accreditation study.
College D brought in a speaker and consultant to assist the college in understanding and
revising the institutional strategic plan. CAO Grant at College G emphasized the value of
bringing in outside experts.
There are certain areas where you need to bring in outside experts when
you are developing your faculty or your staff. Particularly when you have
either new faculty or young faculty, who have not had a lot o f experience,
or even when you have older faculty that have much o f their experience
at a university. We’ve not done that much here, primarily because o f
finances because o f bringing in outside people to help.
Conferences. Professional development conferences were available for specific
academic disciplines as well as for broader higher education and community college
areas. The participants mentioned various professional development conferences, but the
most frequently mentioned were the annual National Institute for Staff and
Organizational Development (NISOD) and the LCTCS-produced Leadership
Development Institute (LDI). In addition, other major conferences mentioned included
American Association of Community Colleges (AACC) Annual conference, the
Asheville Institute on general education. Conference of Louisiana Colleges and
Universities (CLCU), the Technology, Reading, and Learning Disabilities (TRLD)
conference, and the Community College Humanities Association. Furthermore, several
participants mentioned the inaugural LCTCS Conference and Leadership Development
Day scheduled in August 2003. This event was open to all LCTCS employees; however,
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registration was capped at 900 participants. Dr. Bumphus proudly explained about the
LCTCS Conference Day,
We are going to try to bring in some o f the leading thinkers and best
practices technology applications to this conference day. That is what it
is all about is professional development fo r a day and a half fo r our staff.
In addition to broad, comprehensive conferences, the participants often identified
that faculty attended discipline-specific conferences and workshops. CAO Ewing
explained that College E had made efforts to fund external professional development
conferences.
We have done everything within our power to fund professional
development opportunities fo r our faculty. For instance, we have faculty
making national presentations, one in particular, our science faculty
member made a recent presentation to the paleontology organization in
Oklahoma City. And we were able to help. We did, we funded that.
Several o f our faculty have been to technology conferences. We have
several faculty members, four, in fact, that are leaving today fo r NISOD.
We have been very active in sending our faculty. We have just sent one o f
our faculty members to Atlanta fo r two weeks to become MOS certified.
So, we have been very active in getting our faculty up to speed in their
particular content areas.
Oftentimes a faculty member with expertise in a particular area or experience and
knowledge from a conference or workshop attended made a presentation at College G,
CAO Grant explained.
So, a lot ofprofessional development activities in the faculty area are
developed from what faculty can glean from conferences and workshops
that they attend, and they can come back and share with the other faculty.
CAO Grant shared that assessing general education had been a focus over the past year at
College G. Their institutional representative to the Asheville Institute brought back and
shared much information concerning general education assessment with the faculty.
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National Institute fo r Staff and Organizational Development (NISOD). The
National Institute for Staff and Organizational Development (NISOD) is described as
being a branch of the Community College Leadership Program at the University of Texas
at Austin that is “dedicated to the professional development of faculty, administrators,
and staff, and to the continued improvement of teaching and learning, with the ultimate
goal of student success” {About NISOD, n.d.). NISOD provides publications, an annual
conference, and teaching excellence awards. Dr. Walter Bumphus, LCTCS, President,
stated that the LCTC System supports participation in the annual NISOD conference that
he characterized as ‘’’'the premier teaching and learning conference in America." Faculty
and administrative staff representatives from all seven LCTCS community colleges
attended NISOD in 2003. Several colleges had faculty members that made presentations
at the conference.
CAO Craig indicated that fourteen Excellence in Teaching nominees at College C
were invited to attend NISOD. College C supported nominees to attend NISOD or they
chose to attend another professional conference. Ms. Crockett further explained that the
‘‘'payback is phenomenal" for those attending NISOD. The faculty members “. . . come
back with all this energy that ju st spreads all over the college." CAO Feaster emphasized
the value of NISOD over a professional meeting dominated by university faculty, “But if
they go to a NISOD meeting it is a community college agenda with community college
folks. That helped our faculty sort o f become more in tune with what a community college
faculty does." The fact that groups of faculty usually attend from each institution was
found to be beneficial in that there is a cohort that has shared the same experience and
gained the same information.
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The LCTCS Leadership Development Institute (LDI). Dr. Walter Bumphus,
LCTCS President, described the LCTCS Leadership Development Institute,
...LDI is available and is designed fo r up-and-coming community college
leaders. And, the method we use is that, what we do is ask our campuses
to come up with their own selection process, by which they take
application, and then the chancellor screens those applications,
hopefully, with a committee, and they make recommendations on two or
three people to our system office. The system looks at these applications
and then we, based on the recommendation o f the chancellor, sort o f
validate that this person could benefit from participation in this type o f
program in the LDI. Then we actually line out a program fo r each
participant. They have to select a mentor. They have to select projects.
They have to give feedback reports, and it is really a wonderful
opportunity fo r them.
CAO Allen acknowledged that the participants of LDI were identified easily as the ones
that were

. . out front pushing on all o f those special projects. . . . ” She indicated that

the participants selected were ones that could potentially be in a vice-president or
president role in the future. CAO Craig described the LDI as “a first class development
opportunity," and commended Dr. Bumphus for its availability and quality. She further
praised the LDI,
With Dr. Bumphus ’ workshop, since it costs less, and we can send more
people each year, we have tried to include our younger, potential
aspiring leaders. And I think it is a wonderful opportunity fo r them
because it gives them some o f this exposure to some o f the leaders and
gets them thinking about their leadership style early in their careers.
CAO Grant described one of the goals of the LDI as “growing their own leaders" for the
LCTC system. She further explained that renowned people came to speak with the LDI
participants and involved them in learning and projects. CAO Ewing praised the LDI and
described it as “a great asset," but indicated that the program was difficult for faculty to
attend because of the time and travel involved. The faculty expressed that they felt like
they were “short changing" their students during the two semesters in LDI. CAO Ewing
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stated that more administrative people would be sent to LDI in the future. The program
was very positive in that it helped the participants to understand the structure of the
institution and system and presented the bigger ''scheme o f things" in community colleges
and higher education.
Graduate-level coursework. Participants often mentioned giving encouragement
and moral support for faculty pursuing graduate-level coursework, yet only two
institutions indicated that full or partial tuition reimbursement for graduate-level courses
was offered to faculty. CAO Allen of College A shared,
The other piece is that most o f our courses are 100- and 200-level
courses. So most o f the people here that want the professional
development are really looking fo r graduate-level work, and so they go to
night school. So I don’t think we support them well, except fo r morally.
[We] give them that moral support.
According to Christy Crockett, College C paid two hundred dollars toward the tuition of
a graduate course offered on the campus each semester. A local university was approved
to expand its doctoral program as they saw a market with the community college faculty.
College C had offered the local university space in their compressed video classroom so
that classes could be sent to other sites. Ms. Crockett noted that faculty members were
being encouraged to prepare for future succession opportunities by obtaining doctoral
degrees and experience,
/ have been telling them that all the national literature and statistics says
that within the next seven years all the higher ed leaders/administrators
will be retiring and there is going to be a big vacuum. So, people are
coming up out o f the ranks offaculty now and saying, okay, I am aiming
fo r that position. So, they ’re doing it by getting into the doctoral program
in higher ed administration.
CAO Ewing at College E reported that his institution had attempted develop a cohort for a
doctoral program through the University of New Orleans. He explained that the cohort
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scenario was beneficial, “/f is a good experience not only fo r the individuals. It is also a
good experience fo r the campus because you bring the people together in a way that they
weren’t before.'’’ Additionally, CAO Ewing included,
We’ve asked those people to go back to school. One problem with that is
w e can ’t ask those p e o p le to go. We have a hard tim e asking those p e o p le

to go back to school when we don’t help pay fo r it.
This is a difficult situation, but CAO Ewing noted that for those that do,

. . it shows

their commitment to the institution." Furthermore, Dr. Bumphus indicated that LDI
participants were able to receive graduate credit through the University of New Orleans
for participation in LDI.
Convocations and workshops. The traditional academic convocation is a
ceremonial assembly o f college and university faculty that usually marks the beginning of
the new academic year. The convocation may include a state-of-the-institution address, a
keynote speaker, and workshops (TAMU Academic Convocation, 2004). In the LCTCS
community colleges, four of the seven colleges had a convocation or faculty institute that
involved a gathering of faculty at the beginning of the semester for the purpose of
disseminating information and providing workshops and training. The other institutions
had some type of pre-registration meeting to disseminate information and prepare for
registration.
College A had convocation each semester and brought in a keynote speaker in the
morning with division meetings or specific professional development opportunities in the
afternoon. CAO Allen expressed that workshops and meetings provided opportunities for
sharing information about specific academic initiatives and afforded a method of change
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for the institution. CAO Allen described the implementation of the learning outcomes
project as a form of professional development,
And, the one-year project was [to] identify the learning outcomes. Then,
put your learning outcomes in a new master syllabi format. So, all in one
fell swoop with learning outcomes. It made people do a content outline to
determine what is going to be taught. It made them identify what is going
to be taught consistently in a course and what the student should learn
while in that course. It made them look at how they were going to
measure that and put it all together. And, although all you would call that
is a syllabus. And, you may say that everyone has a syllabus. But, it made
the disciplines sit down and talk to one another about what the
expectations are. And, this year, we will do a follow-up on that in regard
to program review.
At College A, learning outcomes were a focus of training the previous year. Program
review and retention were identified as initiatives for the upcoming year. In addition,
with emphasis on an upcoming accreditation site visit. College A faculty and staff
presented accreditation information at workshops and meetings, “ IFe had a SACS ‘boot
camp, ’ that everybody came to, which was really well done by our own faculty.
College C had a two-day conference prior to registration. A nationally known
speaker offered a keynote address in the morning and then worked with faculty members
in a workshop format in the afternoon. The second day offered a slate of workshops from
which the faculty attended two programs. A separate staff development day was provided
later in the semester. College D had a faculty institute that included information
dissemination and break-out sessions with some presentations by guest speakers and
others by faculty.
CAO Dodd indicated that College D offered a faculty institute at the beginning of
the semester and another at mid-semester. ‘‘We’ve started doing a faculty institute day
each semester. So, we have a development day at registration, and we have one mid-
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semester development d a y ” These all-day development opportunities included speakers
and consultants. A recent speaker addressed strategic planning in preparation for
accreditation. In addition, CAO Dodd acknowledged that the larger College C often
invited faculty members from College D to attend their convocations. CAO Ewing stated
that faculty convocation at College E was primarily for new adjunct,
We do have a faculty convocation at the beginning o f each fa ll and spring
semester. In most cases, that involves new adjuncts. So, there’s a lot o f
processes learning what processes, what paper work they have to
complete, what processes they have to take care of, and what it takes to
be an effective adjunct.
The information presented usually involved paperwork processing, which he indicated
was really more of an orientation session. CAO Fcaster at College F had daily meetings
with faculty during the week before registration. “/ try to put something in front o f them
that is informative and makes them more aware o f like teaching adults, which many o f
them were not accustomed to.” He shared information and made them aware of classroom
management and assessment techniques and best practices.
Faculty orientation. Only three institutions reported that they provided a
structured faculty orientation for new faculty members on the CAO questionnaire.
College A had an orientation for both new full-time and adjunct faculty each fall and
spring. The deans o f College A usually coordinated the training. CAO Allen explained.
We have one that is fo r our ongoing adjunct. We have a half-day on a
Saturday morning. We bring them in and talk to them about active
learning in the classroom. In the meantime, we take the new ones and
talk to them about the expectations, this is your orientation. And then we
throw in some learning college philosophy, and then a little bit about
interactive learning. We try to get those pieces right up front so they have
an expectation o f what we are looking fo r in the classroom.
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New employee orientation at College B was provided by the Human Resources
department. It involved a review of institutional policies and procedures. CAO Barnett
stated that he had nothing to do with new employee orientation; however, he indicated
that he would like to expand it to include,

. . things that acquaint our people with the

workings o f the institution C CAO Craig at College C related that the new faculty
orientation was a three-year process tied to faculty evaluation,
. . . in the first year they have a mentoring program fo r new teachers that
are in the first year. Helping them, having an experienced, trained faculty
member working with the new faculty member to help them to reflect on
and develop their teaching styles. Ah, the second year they are invited to
participate in a course in college teaching which is taught fo r graduate
credit by UNO on our campus and we pay half o f their tuition to take that
class.
New faculty orientation at College D was a half-day meeting for new full-time and
adjunct faculty. The orientation was not structured, but covered basic college information
and human resource requirements. In addition, a mentor was assigned to the new faculty
member. College D had monthly meetings with new faculty to discuss mainly classroom
management issues for one year, but discontinued recently the program. College F used a
checklist to cover college policies, teaching in a community college, and leaming styles
issues with the new faculty members. College E had an orientation meeting for new
adjunct faculty.
Best practices. Dr. Bumphus stated that “. . . the way we implement change is
really by exposing folks to best practices through some o f our professional development.'"
CAO Feaster agreed that sharing and discussions among faculty on best practices in the
classroom can improve teaching, “/ think we borrow from one another, best practices and
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customize. We take things that work well." CAO Ewing also agreed that faculty sharing
best practices led to improvement and innovation in the classroom.
Areas o f Focus
The most prevalent areas o f focus for professional development reflected
initiatives of the LCTC System and current trends in higher education. The plans and
goals of the LCTC System guided the seven community colleges. Dr. Walter Bumphus
described the current LCTC System initiatives,
Electronic learning and teacher education, we had several meetings on
that. We have brought in national experts and they have actually made
presentations fo r us to pick up nuggets and best practices. We also held
one this year on developmental education that was very well attended. I
would say, this last year, in addition to the LDI, which supports teaching
and learning, we had programs in electronic learning, teacher
development, and developmental education that really focused on various
aspect o f teaching and learning.
CAO Allen aptly explained how institutional areas of focus were a method of visioning,
I think the focuses you choose fo r the year, whether it is retention,
whether it is learning outcomes, whether it’s learning communities,
learning styles, whatever you choose as the focus, from an academic
perspective, or i f you are choosing customer service, or i f improving job
performance. Whatever it is you are choosing fo r that year, those focus
are your method o f visioning, leading change, and providing that
information.
The areas o f focus related to professional development most frequently mentioned by the
participants in their interviews were Blackboard training and online course development
(36) electronic learning/technology in the classroom (34), teaching/leaming/pedagogy
(28), Noel-Levitz consultants/student recruitment and retention (16), leaming styles (11),
computer software training (11), leadership development (10), developmental education
(10), and teaching modules conceming compressed video training (10). For purposes of
discussion, the Blackboard training and online course development, electronic leaming.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

164

technology in the classroom, and teaching modules conceming compressed video were
grouped together as electronic learning. Discussions of these areas of focus follow.
Electronic learning. Electronic technology was integrated into leaming and
instmction throughout the LCTCS community colleges. As the age, stage of
development, enrollment, and funding differ at these institutions, so did the involvement
in electronic technology. All institutions saw the need and value of integrating
technology into instmction, but either other priorities took precedence, funding was
inadequate, or staffing was insufficient to implement a stmctured program. However, the
LCTC system had taken steps to assist colleges in the integration of electronic
technology. As Dr. Bumphus explained, electronic technology was an initiative of the
system. A task force met regularly to develop policy, procedures, and a training plan.
Equipment and access to an electronic platform for online course development and
delivery had been purchased that allowed the system to host online courses for all
LCTCS institutions.
The new colleges, in particular, stmggled with making electronic leaming a
priority at their institutions. CAO Grant illustrated the important connection between a
strong pedagogical foundation and integrating technology into instmction.
When we said that part o f our mission is integrating technology, we
started o ff thinking we would, we would go into distance learning more
quickly. And then realized it was more than a notion. I mean, we realized
that we needed, we needed to put some, some stability in certain other
parts o f what we do before we ventured into something new. So we had,
there are some basic pedagogical skills that our faculty need that we
wanted...just the attention to learning styles, just attention to those things
I mentioned earlier; how to make students interactive, how to meet
individual learning styles. Our faculty needed that kind o f stuff, as well.
Before we try to get them going on a distance learning medium, we need
to make sure their basic practices are cemented fo r them.
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CAO Feaster supported CAO Grant’s observation in, “We’ve got people that are still
making the transition to what is a community college teacher? Much less, how do I
integrate technology?”
College G faculty members were interested in many forms of electronic
instruction such as Blackboard, interactive software, and compressed video. CAO Grant
noted.
And, several o f our faculty are, they are leaders in terms o f this campus
in using technology in instruction. There were a few o f them that grabbed
quickly to Blackboard when we were given a chance to get it fo r free
through the system. O f course, money kept them from continuing, because
then we would have had to pick it up.
One concern expressed by CAO Grant was the need for funding to support
implementation of these innovations. A few faculty members at College D used a free
web-based program to enhance their classes. In addition, a grant had funded training for
faculty on compressed video.
The Leaming Resource staff at College A was in charge of distance leaming
training. CAO Allen described the courses offered to certify teachers for online course
delivery, “They have certain courses that they have to attend and they work with them to
get them proficient in HTML and Blackboard, and how to upload and download, and
offline, and lots o f different strategies.” Documentation provided by the librarian at
College A confirmed that the training offered encompassed the gamut, from basic
operation of the various components of the Microsoft Office Suite software to accessing
electronic leaming resources, and mandatory courses for faculty teaching online courses.
College B had a well-established and recognized offering of web-based courses
and compressed video programs. The Director of Educational Technology offered
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various training opportunities for College B faculty and staff throughout the year, as
evidenced in documentation. Most workshops offered encompassed online course
development, the Blackboard platform features, or compressed video technology. To
enhance online course development, the Director offered courses in pedagogy and
interactive leaming, as well. Occasionally, computer information system faculty offered
workshops on software applications or the library staff offered workshops on using the
Leaming Resource Center. In addition. Public Broadcast System (PBS) programs were
offered to faculty covering areas such as copyright laws and distance leaming and
cheating and plagiarism.
College C had a well-developed electronic leaming program. The Center for
Advancement of Teaching and Technology supported the training of faculty for any
computer and technology-related initiatives. They provided training on software
applications as well as online instmction. The media specialist was responsible for
training faculty on the use of compressed video technology. College C had policies that
required faculty to train on the new technology for Blackboard and compressed video
prior to using these media in the classroom setting, CAO Craig shared.
We have struggled with polices and just in the last month approved a
policy on compressed video education that says it says that you must go
through a training process before you can teach on compressed video.
We’ve written a policy fo r web-based classes and should be approved
within the next couple o f weeks. And we hope that one has the same
caveat. I do think that fo r most people who are using the web fo r either
an entire course or fo r enhancement o f courses, they have gotten help in
the CATTcenter.
CAO Ewing related that instmctional technology was important to the
development of College E, especially as the institution served a geographically large area.
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He further noted that the LCTCS e-leaming initiative aided the faculty training and
policy development needed to implement the program at his institution.
Because o f the LCTCS E-learning initiative, w e’ve decided to slow our
pace a little bit and let our faculty be a part o f the professional
development activities the LCTCS has going on. Let them develop there
while we have Blackboard being put in place with the recent LCTCS
contract with Blackboard. And, get all the technology in place first. Let
our faculty see what it looks like out there. And, as they ’re seeing it, we ’II
be gaining technology...
However, CAO Ewing expressed concerns that the nontraditional community college
students may require additional training to prepare them to use the e-leaming technology.
The seven LCTCS community colleges were exposed to the Blackboard platform
that provided for development of full web-based courses, hybrid courses, or an
enhancement of traditional courses. The LCTC system office planned to provide
Blackboard training to coordinators from each institution. These coordinators, in tum,
train the faculty at their respective institutions. Colleges A, B and C offered a variety of
web-based courses, offer e-leaming training for faculty and students, and had personnel
to support this means o f course delivery. The other colleges were at various stages of eleaming course development. The LCTC System had purchased access to an electronic
platform such that the other community colleges and technical colleges could develop
and deliver online courses. The LCTCS served as the host server for these courses. A
Board of Regents Distance Education Initiative grant was funding a system-wide
Blackboard training program to be implemented in spring 2004.
A focus group of students at College F indicated that they were not interested in
online courses. However, as CAO Feaster presented, “Ourprogramming needs to be
more diverse to appeal to adults, and we need the alternative delivery process to reach
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them.” Adversely, CAO Feaster contended that offering courses online is not necessarily
cost effective.
You know, i f you pay somebody what they should get to develop the
course and you keep the class size as small as it should be to manage
effectively, i t ’s not necessarily a cost effective thing. And, you have to
factor in getting into Blackboard and servers and all that, you know. I
know that over time, you can reduce that cost, but its not, it’s an
important tool and there are people that want to learn that way and it’s
their access to education, but it is not the best dollar issue.
Compressed video technology was available at all institutions and active at all but
one of the LCTCS community colleges at the time of the interviews. The compressed
video technology allowed for live and interactive discussions. Institutions used this media
primarily for meetings and also for course delivery and receipt. Several institutions used
the media for delivery of a significant portion of degree programs. The use of compressed
video technology enabled the offering of courses to a site 50 miles south of College D.
Typically the class enrollment at that location was too small to allow the class to make.
With the use of the distance leaming equipment, classes were taught from the main
campus to the remote site. As CAO Dodd pointed out, ‘Tow know, we can have live
interaction with the students there, where if we didn’t have it, they just wouldn’t have
access to the classes.” Colleges B, C, and G used this media to deliver and receive
health-related courses at multiple sites. Again, as had been expressed in other areas, the
smaller institutions stmggled to deliver via electronic technology as they did not have the
staff to dedicate to maintaining, implementing, and supporting the technology. Several
institutions had pursued grant opportunities to aid in incorporating the technology into
program offerings; however, most grants would not fund personnel.
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Teaching and learning. Excellence in teaching and leaming was the concept that
under girds many professional development activities. CAO Barnett noted that the
Director of Electronic Technology

. . also incorporates good [teaching] practice,

pedagogy, and that type o f thing. .

into the electronic technology seminars offered at

College B. Many of the faculty-developed in-house seminars also supported teaching and
leaming. CAO Craig acknowledged that a focus on teaching and leaming occurred
through many o f the professional development opportunities offered at College C. She
stated that the Center for the Advancement of Teaching and Technology (CATT), the fall
and spring conferences, and the faculty evaluation system supported and encouraged
teaching and leaming. Christy Crockett also echoed that convocations were now more
focused on teaching and leaming, not on motivational or business speakers. Ms. Crockett
proudly noted that the CAO is “.. . committed to using convocation to energize people
fo r the teaching p r o je c t.In addition, the mini-grants, presenter grants, and faculty
evaluation programs were designed to encourage faculty innovation in teaching and
leaming at College C. However, Ms. Crockett noted the value of conversations.
Some o f the best conversations have occurred on teaching and learning
have not been structured conversations. The faculty evaluation system
has mandated these conversations. The faculty sit down with their
supervisors to discuss their goals and plans in open conversations.
When describing the components she thought were most important in a
professional development program, CAO Grant expressed the importance of pedagogy,
I would stress pedagogy. I would stress classroom management. I f we
can ju st go down the list, I would stress creativity, how to make it come
alive fo r students, how to engage students in the learning process. Those
are all pedagogical techniques.
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CAO Grant further emphasized,
We adopt teaching as the most important thing o f the community college.
So, in terms o f thinking about what we need, and that is why I say
pedagogy is so important, because we see that as the primary area o f
focus fo r the college.
CAO E w in g found that facu lty that had attended N IS O D gained in sigh t into b est practices

in teaching and leaming,
Uh, from a teaching and learning point o f view, we have a couple o f
faculty members who have been through some o f the NISOD programs.
And, that’s been very helpful. But, I think what they do is see the
practices. They really only see what it should look like. It is sort o f the
modeling notion. But, they haven’t really gotten into the hands-on o f what
they need to do in order to improve themselves in teaching and learning.
CAO Feaster indicated that the activities to support teaching and leaming have been ''adhoc” and not "programmatic.” He further explained, "It has all been based on when
someone was available or an invite from College C, or conversations that we were able
to have here, or a visitor to campus. But, it has not been programmatic.” CAO Allen
dreamed of a day when her institution had a teaching/leaming center.
This is where we basically can talk with new folks coming on board that
may not have as much experience, and work with them in a mentoring
fashion in regards on how to develop. The same thing fo r those that are
interested in bringing technology in the classroom where they have great
support fo r - here’s all the equipment you need in order to scan and
video-stream and whatever, a disk fo r your class. And here are the
support people to help you do those sort o f things to make those things
fo r your class. That’s the vision fo r the future. It is certainly not what we
have at this point, but it is where we would like to go.
Recruitment and retention. Student recmitment and retention had become an area
of emphasis for both the LCTCS institutions and the university systems in Louisiana as
they prepared for implementation of the selective admission requirements of the Board of
Regents Master Plan. A national consulting firm, Noel-Levitz, was secured to aid the
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colleges and universities in devising institutional recruitment and retention strategies.
CAO Barnett mentioned that representatives from College B had attended Noel-Levitz
sponsored seminars, ‘"They had one in Baton Rouge fo r marketing and recruitment and
they had one in Alexandria fo r retention T In addition, other opportunities for seminars in
these areas were available through Noel-Levitz in other locations in the nation. CAO
Allen at College A also commented about areas of emphasis for her institution in the
coming year, “The two main things we are going to try to do this year are program
review and retention. Those will still be two areas that will be ongoing fo r us.” CAO
Grant noted the important role of faculty in retention,
. . . we talk about retention strategies. And, uh, there are lots o f things
that faculty do n ’t see themselves as playing a role in retention. They see
that as support services, student services need to do that. So there is a
whole new mind-set that needs to be developed around that.
Learning styles. An emphasis on understanding the learning styles of students had
become an area o f focus at several community colleges in the LCTCS. A TRIO grant
helped to fund an outside consultant for a presentation on leaming styles for faculty at
College G. An LCTCS Innovation grant funded a speaker. Dr. Flemming from New
Zealand, to speak about leaming styles at College A. CAO Allen described the experience.
And Dr. Flemming was here fo r a week. We set up a lot o f little, well
three days. We set up a lot o f little mini-groups so that he could work
with faculty one-on-one, to answer their questions. It was priceless. It
was really a wonderful experience. That one came through a grant that
had been written by one o f our faculty.
Faculty and administrators from College B participated in a Leaming Styles Institute for
several years. CAO Barnett reported that it was an expensive institute, costing about
thirty-five hundred dollars a person; however, financial resources from Carl Perkins
funding. Academic Enhancement funds, and the college Foundation had funded the trips.
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As CAO Barnett explained, “77ze goal fo r that deal, now, . . . is fo r us to become one o f
the sites.” CAO Barnett further explained that to become a training site for the Leaming
Styles Institute, people must be trained, progressing through three levels to become
certified.
Leadership development. As the institutions in the LCTCS were rapidly growing
and changing organizationally, the need for capable and knowledgeable leaders had
become essential. All participants acknowledged the availability of the LCTCS
Leadership Development institute as a premier leadership development opportunity for
the faculty and staff in the system. Participants in the community colleges often identified
leaders through observing who assumed tasks or chaired committees, by “w/io the doers
are.” CAO Grant said leaders were identified through observing the faculty that accepted
responsibility,
. . . identification comes from, um, seeing how they assume certain
responsibilities without your even asking them to. There are certain ones
of, there are certain members o f our faculty who when you ask to chair a
committee, or establish standing committees, or when you set up ad-hoc
committees, who ju st assume the leadership role. So those are the people
you know you can probably invest more in, in terms o f more development
to become leaders or by giving them opportunities to grow in leadership
positions.
These self-identified leaders were given opportunities to grow through projects or
assignments. CAO Grant explained that these assignments became “building blocks” to
future leadership positions such as deans or department chairs. Other participants
indicated that leadership identification was relatively easy in the small settings. Several
institutions noted that faculty and staff participated in parish or city community
leadership development programs. CAO Allen presented that in addition to the LCTCS
LDI, leadership development occurred at other levels at College A. The leadership
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development team met bi-annually to strategically plan for the institution and was
involved in establishing unit goals and budget planning.
CAO Craig noted that College C identified and supported the development of
leaders through several different programs. The LCTCS LDI was identified as “a first
class development opportunity” for young aspiring leaders. Moreover, College C also
sent people who were appointed to management positions to other leadership programs.
One woman was sent to the American Association for Women in Community Colleges
(AAWCC) Leadership Experience. Two new leaders were sent from Student Affairs to
the National Association of Student Personnel Administrators (NASPA) leadership
development opportunity. In the past, College C had sent new division chairs to the Chair
Academy offered through Maricopa Community College system. Ms. Crockett remarked
that on-the-job training opportunities were used to develop leaders at College C,
Some training has been on the job. In one situation, we have had faculty that have
served as executive assistants to the chair with partial release so that they may
train on the job. In addition, offering o f college teaching courses has stimulated
faculty to work on their doctorate.
Developmental education. LCTCS community colleges, as most community
colleges, are open admissions institutions that provide opportunities for higher education
to traditional and non-traditional students with diverse levels of preparation and varied
needs and goals (Filan, 1999; Koltai, 1994). The open admission policies and changing
demographics o f students enabled less prepared students to attend community colleges.
Thus, one of the community college mission pillars is to provide developmental
education to prepare the under-prepared students for collegiate-level coursework. As the
Board of Regents Master Plan will be implemented in 2005, the demand for
developmental courses at community colleges will increase significantly.
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The delivery of a quality developmental education program was a concern for the
LCTCS community colleges. CAO Craig recounted the efforts of the developmental
education faculty at College C,
Our developmental ed faculty have worked consistently in trying to
evaluate what they are doing and looking at other software that might be
more effective and looking at ways o f teaching developmental education.
Probably, they are the group that has looked, as a group, at their
teaching methodology and at resources that can be used to help students
to be more successful in developmental ed.
Ms Crockett shared that the developmental studies faculty decided that the whole
developmental education program needed to be revised. These faculty members did
research and asked the professional development director to help by bringing in an expert
on developmental studies.
CAO Dodd of College D reported that a combination of events (a) area
universities beginning to enforce the new admission criteria, (b) renewed emphasis on
placement scores, and (c) improved advising had led to a significant increase in students
placed in developmental courses at College D. Providentially, College D created a
committee to research and develop goals and objectives for their developmental program.
“. . . each person has gone through, given a complete breakdown on
developmental math, and our cut scores, and how we arrive at them, and
what the syllabi, and meetings. And, so, that sharing o f information has
been good. ”
In fact, the formation of the committee was a spin-off of the Noel-Levitz retention plan.
Developmental education was also being considered as the focus of an enhancement plan
for their institutional reaffirmation of accreditation. The committee work became a form
of professional development as the fourteen member committee researched
developmental education, considered placement cut scores, reviewed and revised course
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syllabi, and shared information to improve the program. This internal committee was a
growth and development experience for those involved in the project.
Evaluations
Evaluation and assessment enhanced the maintenance and improvement of faculty
and programs. For professional development programs in community colleges to be
successful, they must be evaluated to assure effectiveness and accountability (Watts &
Hammons, 2002). The results of these evaluations must be reviewed and plans made to
change or improve. Wallin (2003) also related that the presidents in her survey indicated
that faculty development should be linked to faculty evaluations as faculty should be
accountable for teaching and use of institutional resources. In the interviews, CAOs
frequently spoke about the faculty evaluation process as a policy that encouraged the
professional development and growth of faculty. In addition, the participants with more
structured professional development programs spoke about committees or directors using
program evaluations as a means of assessment for future speakers, programs, and
activities.
Evaluation o f programs. College A assessed the faculty aimually conceming
programs offered. With the emphasis on regional accreditation, faculty members were
requesting more information and workshops on institutional policies and procedures, as
well as accreditation. College B did not have a stmctured evaluation system for
professional development activities. However, CAO Barnett thought that the individual
activities were evaluated by individual presenters, but not overall. The Professional
Development Committee at College C had the responsibility for assessing the results of
evaluations o f the speakers and workshops offered at the bi-aimual faculty convocations.
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The Professional Development Committee usually evaluates convocation,
well, everybody that attends convocation evaluates it. And then the
assessment o f all o f that goes through Professional Development
Committee. They look at all the results o f those surveys. Results o f the
evaluations were used to plan fo r the next convocation.
Mr. Crandon explained that evaluations of regularly scheduled training workshops
included sign-in sheets and evaluations of every program. An end-of-the-semester report
was generated that summarized the numbers and evaluation scores for various programs.
‘T do an end-of-semester report that summarizes how many people did we have in this
type o f workshop, how many in this, and what were our average evaluations over the
semester, things like that." These results were provided to the professional development
committee. He further noted that the new strategic plan had ‘^built-in assessments" such
that evaluations were more important.
A grant fimded distance leaming training program at College D required regular
evaluations, as Ms. Davis shared, ‘‘I just went through it and there was an evaluation fo r
every single class and fo r the whole thing and every speaker w e’ve had." The
faculty/staff satisfaction survey was used to monitor the quality of professional
development activities at College G, stated CAO Grant. Several CAOs commented that
outside consultants frequently brought their own evaluation forms for their presentations.
The new community colleges were initiating faculty evaluation systems for
ongoing assessment and improvement while the more established colleges had systems in
place. Plans were in place and were being implemented, but, as CAO Ewing fittingly
explained.
We have not had any opportunity to do any summative evaluation
because we do n ’t have time to stop and look back. We only have time to
do the formative, which is how have things worked over the past month?
How have things not worked over the last month? How do we change it?
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That’s how I think about this. We know that there are those areas where
we have to make changes, where we have to get better, fo r instance, in
the teaching and learning areas.
Faculty evaluation. Several CAOs reported that faculty evaluation policies
encouraged professional growth and development. CAO Ewing expressed that the
professional development portion of the faculty evaluation was important for personal
goal-setting as well as for the institution. Most community colleges required the
development of a portfolio as a part of faculty evaluation. Faculty members were required
to prepare a portfolio at the end of the year that documented the activities and goals they
completed to develop themselves professionally throughout the past year. The faculty
members were evaluated and rated on this portfolio and the amount of participation,
whether it was at a local, state, regional, or national level. The portfolios included
workshops and conferences attended, presentations made, committee participation,
evaluations, graduate courses completed, and services provided.
CAO Craig stated, ‘'‘'They spent about six years developing a faculty evaluation
system that is really a faculty development system. I t ’s a portfolio eval system. And,
w e’ve tied the evaluation to that, and the promotion system to it." College C offered
workshops for portfolio development and organization. The new faculty evaluation
system was a self-improvement plan utilizing professional development. As Ms. Crockett
presented.
The evaluation system requires that goals be set after reviewing results o f
formal and informal surveys. The supervisor encourages the faculty to
change, provides great ideas, and makes professional development
available fo r improvement. The conversation is now about improving
teaching and learning.
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At College C, faculty taking the graduate-level classes used this credit in the faculty
evaluation system. As Ms. Crockett further explained,
And they ’re getting credit. The experienced teachers are also getting
credit in faculty evaluation now because when we devised the evaluation
system we ju st said that we want it to be flexible enough to embrace your
passions, or interests in the areas o f service, professional development,
and teaching. And so you tell us what it is you ’re going to do in these
areas and that’s what your evaluation will be based on.
CAO Feaster described the faculty portfolio used for evaluation at College F as
''dynamic.” The portfolio included

. .their teaching philosophy, a sample o f their

syllabi, student evaluations, my evaluations, and commendations that they get in the
community, letters from students that don’t need to be confidential, you know, that kind o f
thing.” As CAO Grant explained, "It is kind o f like a self-evaluation fo r them.”
Dividends and Returns on Investment in the Human Infrastructure
The expected dividends and retums on the investment in the faculty, or human
infrastructure, was a more satisfied, productive, motivated, knowledgeable, and effective
faculty that provided meaningful instruction that resulted in positive leaming outcomes.
The sub-theme of policies was included because the existence of some policies led to
benefits to the institution and faculty members. The benefits and rewards expressed by
the participants were widely diverse; however, they all related to factors that involved
increased satisfaction of faculty, administrators, and students. The dividends of an
effective professional development program in the community college were successful
institutions, faculty, and students.
Policies
The availability o f policies that supported professional development reinforced
the importance of professional development and helped to assure a retum on the
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investment in the human infrastructure. A review of interview transcripts and
documentation found that institutions and the LCTC System had various policies in place
related to the ongoing professional development and improvement in quality of faculty. A
broad policy for professional development was found in several institutional faculty
handbooks. CAO Ewing cited the institutional policy on professional development from
the College E faculty handbook,
Members o f the faculty o f E Community College are encouraged and
expected to pursue a wide range o f professional activities and
responsibilities. They are challenged to participate in academic pursuits
in their respective areas o f subject matter competence included among
those are research and publications, memberships in professional
organizations and societies, and attendance and participation in
meetings o f professional organizations relevant to their areas o f
academic expertise. Those members o f the faculty with administrative
duties are urged to pursue professional interests related to their
particular responsibilities these include interests in administrative affairs
and interests in academic areas fo r which they have supervisory
responsibility and teaching competence.
Similar policy statements were found in faculty handbooks at other institutions, as well.
While the policy statements did not assure a retum on investment, they created the
overarching expectation for professional development at the institution. Participants
indicated that there were several system-wide policies conceming sabbatical leave,
educational leave, and tuition waiver at LCTCS institutions that benefited the faculty,
staff, and ultimately the institutions. The institutional policies that provided dividends
such as strengthening faculty knowledge and ability were demonstrated primarily through
the faculty evaluation system and specific professional development programs and
initiatives.

An LCTCS education policy conceming tuition waiver allowed employees to take
courses at an LCTCS institution free of charge. Another recently passed LCTCS policy
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offered sabbatical leave to faculty and administrators. The leave could be for six months
or for one year. The LCTCS Board and staff were in the process of adopting a policy on
tenure and promotion. Promotion policies included evaluation of professional growth and
development of faculty. Participation in professional growth opportunities aided in the
ability o f faculty to promote so became an incentive for faculty participation.
Two community colleges had college-level policies for partial tuition payment for
graduate-level courses. Three institutions indicated that they had policies for the selection
of Excellence in Teaching awards. College C selected fourteen nominees for the
Excellence in Teaching award, with one chosen as an endowed professor with a monetary
reward of $5000. CAO Craig reported that a new policy had been approved at College C
that required training on compressed video prior to teaching by this medium. A similar
policy was being developed for web-based courses. Previously, grants provided stipends
or release time to train faculty and for the development of online courses. Several CAOs
noted that the professional development policy was part of the performance evaluation
process at their institution, as previously noted in the faculty evaluation section.
Benefits and Rewards
The benefits o f a professional development program were many. Benefits were
tangible or intangible. London (1995) presented that training and development in higher
education were important to job security, enhancement of morale, improvement of
productivity, ensuring faculty understanding of institutional objectives, and to develop
the skills needed for the future (p. 180). Demonstrable benefits of professional
development included (a) retention of faculty members, (b) improvement of teaching
skills, (c) increased depth and breadth of knowledge in a discipline, (d) increased
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satisfaction, (e) faculty or staff prepared for future leadership positions, or (f) faculty with
the skills to implement a new college initiative. Community college administrators were
responsible for recruiting quality faculty but also for developing strategies to improve the
quality of leaming experiences at the institution. A benefit of a comprehensive
professional development program was that it could strengthen the human infrastructure
o f the community college to meet the demands and needs of the institution, faculty, and
ultimately, the students. If administrators provided the tools, support, and expectation,
faculty will be enabled to deliver instmction that results in effective student outcomes
(Nwagwu, 1998). The participants identified some of the rewards and benefits of
investing in the human capital at their community colleges.
The literature and CAOs contended that the availability o f professional
development led to more vital, energized, and satisfied faculty. The retention of faculty
was one benefit expressed by CAO Ewing,
Employees give their entire life to this plaee. And, i f they don’t feel as
though they ’re getting something back, something in return, they ’re
going to leave. They ’re going to become unhappy. They ’re going to not
be an effective employee fo r you.
Several institutions found the faculty mentoring a significant benefit to the institution.
Christy Crockett of College C told of the tremendous amelioration to mentor and protege
of her institution’s first-year teacher mentoring program.
It was wonderful because out o f that mentoring program grew the richest
conversations about teaching and learning we have, anybody has ever
experienced. And what the effect o f that was, the new teachers received
some benefit, but the experienced teachers entered into a community o f
teachers discussing teaching and learning. It actually rejuvenated some
o f the people who had been here twenty-seven years and were kind o f on
the burnout end. And not only did it rejuvenate them, I mean it really
infused fresh life into them. Those people then took on roles that they had
never taken on before, or they had moved away from because after so
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many years o f teaching you think, “I ’ll just teach my classes, and have to
be here. ” And some o f those people are now coordinating the mentoring
program, and they ju st became alive. It was wonderful.
With many professional development opportunities available at College C and the
existence of a highly structured faculty evaluation program, especially for new faculty,
Ms. Crockett reported many benefits of the programs. She related that faculty members at
College C believed that the seminars and conversations on teaching and leaming actually
“transformed’’ their teaching. The resources available to faculty at the CATT both in
equipment and supportive personnel, enabled faculty to incorporate technology in
teaching,
...is one o f our science teachers who took advantage o f these resources
and her PowerPoint [presentation] is phenomenal because she said,
“When I came to Delgado this is what I knew. ” And she has this little list
o f things that she could do with technology and she said, “Today, this is
what I can do, ” and it just explodes. I t ’s just lists o f things she can do
because she has learned all this stuff.
Ms. Crockett noted that this faculty member was going to be the keynote speaker at the
College C fall convocation, “I ’m never going to find a better keynote speaker anywhere
than opening up the minds ofpeople to what’s possible i f they take advantage o f these
resources.'” Being able to see what someone did makes other faculty members realize that
they can do it, as well. Ms. Crockett related another professional activity, a graduate-level
course, that generated benefits and rewards for her institution and faculty.
We had fifteen people in that first course. But, the result was not only this
whole, all the things you get from a course like that, but all o f a sudden
people realized that what they thought was not possible in terms o f
teaching a full-time load and working on their masters or doctorate was
possible, because it didn’t kill them. It was actually kind o f fun and
energizing fo r us to meet once a week. So now, we have all these new
doctoral candidates because people discovered, “Hey, I can do this!”
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CAO Allen expressed the importance and benefits of professional development in
developing quality personnel,
It needs to be part o f the culture o f learning that goes on so that
individuals who work in the institution are part o f the learning body. That
they are always staying on top o f things. I think that professional
development, I don’t think people realize how critical it is and how
quickly it is that we can get stale. Staying on that cutting edge really
takes pushing out there all the time. And you have to go to top-notch, you
have to have high caliber programs, in order to have high caliber
personnel.
Participants from College C and G both reported that faculty members that attended
conferences and workshops brought back new information and ideas, or a “gift” that was
shared with others at the institution. The institutions as a whole reaped the benefits and
rewards of satisfied employees who were challenged to continue to grow and develop.
CAO Allen summarized professional development in the community college well when
she stated, “. . . professional development is really a critical factor in growth and
creating a culture." CAO Ewing explained the role of professional development,
"Professional development, to me, it is what says to the employee, you ’re valuable. The
institution believes you ’re valuable. You ’re not just here in service to the institution, the
institution is in service to you, in a way." CAO Ewing added that professional
development helped to retain good employees,
I think in this business, you have to realize that you ’re gonna, you ’re
gonna get good people and you ’re going to only keep good people i f you
keep them happy. And one way to keep people happy is to challenge
them. Keep ‘cm involved. Keep ‘cm as, as a member o f their respective
fields, whatever it is. And, as long as you get those people involved, yes,
they are going to have opportunities to go other places.
Dividends and rewards included technologically prepared faculty, faculty up-to-date in
their discipline area, satisfied faculty, increased retention of faculty, ability to affect a
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change in culture and philosophy of the institution, and a workforce that were prepared
for the challenges of tomorrow.
Summary
The maintenance and improvement of the physical and financial infrastructure are
important for the operation of a community college but the maintenance and
improvement of the human infrastructure is essential to the ongoing success of the
community college. The themes emerged from the data collected through interview
questions, questionnaire results, and documentation. The themes were based on the
concept that the human capital and infrastructure of an institution is its most important
resource and the foundation of its strength and stability. Thus the human infrastructure,
community college faculty and professional staff, must be given a strong foundation on
which to build, appropriate funding to meet their professional development needs,
programs and activities related to institutional mission and goals to maintain and improve
their skills and knowledge that will result in abundant returns in the form of faculty and
professional staff that are technologically prepared, up-to-date in their discipline area,
satisfied, able to affect a change in culture and philosophy of the institution, and prepared
for the challenges o f tomorrow.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

185

Chapter Seven
RESULTS
Purpose Statement
The purpose of performing this qualitative multi-site case study was to investigate
current practices, experiences, support, and perceptions concerning professional
development in LCTCS commimity colleges as described by Chief Academic Officers.
I used multiple methods to obtain information concerning current professional
development practices, perceptions about professional development, commonly used
professional development activities, and institutional support for professional
development in LCTCS community colleges. I examined the verbal and written records
to identify and confirm the current professional development usage, support, and needs of
professionals in the LCTCS community colleges. I considered the collective thoughts and
perceptions of participants to determine barriers to and benefits of a structured and
effective professional development program. This chapter summarizes the responses of
participants as they related to the research questions and linked findings to literature and
theory.
Research Questions
Research Question 1: What is the extent o f professional development programs and
activities provided by community colleges in the Louisiana Community and Technical
College System?
Findings concerning the extent of professional development programs and
activities provided by community colleges in the LCTCS indicated that the depth and
breadth of the professional development initiatives at each institution varied greatly, just
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as the age, size, organization, and resources varied among the seven community colleges.
Each institution took a unilateral approach to professional development. Each CAO
identified someone who was responsible for professional development, but identified
rarely anyone that had professional development as his or her primary responsibility.
Watts and Hammons (2002) noted “For professional development to achieve program
status, someone had to champion the cause, a senior level administrator had to make a
commitment to professional development, some funds had to be allocated, and someone
had to be assigned responsibility for the program” (p. 6). The findings of this study were
similar to those described in a study by Murray (1999), “ .. .many faculty development
programs lack cohesiveness and often involve little more than collections of loosely
connected efforts” (p. 47). The CAOs listed random ad hoc activities, but infrequently
listed a set of goals or plans for which professional development activities were designed
to achieve.
Although all o f the LCTCS institutions provided funds for conferences,
workshops, speakers, and travel, the activities were generally not cohesive, systematic, or
specifically focused on the institutional mission or goals. This is similar to a description
of faculty development in community colleges in a study by Murray (1999), “A
comprehensive faculty development plan comprises more than a single, isolated effort or
a smorgasbord of disparate efforts” (p. 47). The CAO from College A conveyed the
various professional development “pieces” that her institution had in place. She indicated
that College A fostered faculty interest and involvement in professional development
opportunities through a policy that required participation in a set number of activities per
year. Several CAOs related that the institution’s faculty evaluation procedures contained
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a section that evaluated the professional growth and development of faculty members and
served as an incentive for ongoing development.
The results f the study found that College C was the only institution with a formal,
structured professional development program. College C had all the components of an
effective faculty development plan as presented by Murray (1999). The exemplary
program at College C had staff specifically designated and dedicated to professional
development. College C had a director of faculty and staff development as well as a
director of a center to support training of faculty and students in technology. This
institution also had other staff that supported the training and development efforts. In
addition, professional development had a line item in the institutional budget. The
professional development staff at College C had developed strategic goals for the areas.
Faculty committees supported, developed, implemented, and evaluated professional
development activities in concert with the full-time staff. The professional development
activities were connected to the career development and the evaluation and promotion
system of faculty. The courses and workshops offered encouraged good teaching
practices and methods for improvement and renewal for throughout a faculty member’s
career. The other community colleges in the LCTCS would be well served to emulate the
best practices demonstrated in professional development by College C.
Research Question 2: What are the perceptions o f LCTCS community college Chief
Academic Officers concerning the importance, support, needs, and effect o f professional
development activities?
The collective perceptions presented by participants were that there was a need
for and value in professional development programs for faculty and staff. The
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participants expressed feelings, attributes, and perceptions pertaining to professional
development in many ways. The CAOs indicated the overall institutional endorsement for
professional development, yet often explained how difficult it was to provide professional
development opportunities based on the limited resources in funding, personnel, and time
available to especially the new, emerging community colleges. The CAOs related the
importance of professional development for retention and development of quality staff.
They noted the need for development in new areas or initiatives involving electronic
learning. The CAOs generally believed that professional development was important for
faculty, especially in their discipline areas. They also offered that conferences such as the
National Institute for Staff and Organizational Development (NISOD) were invaluable
for faculty because it exposed faculty and staff to a tremendous network of community
college professionals and best practices.
The support for professional development was construed in several ways. Support
for professional development incorporated providing financial support, providing moral
support for pursuit of ongoing education, designating people to develop or lead programs,
incorporating professional development into budgets and strategic plans, providing time
for people to attend internal or external meetings and conferences, or implementing
institutional policies, procedures, and programs. The CAOs noted that limited funds were
available to attend conferences and travel. Several institutions offered faculty
convocations with speakers and workshops at the beginning of each semester. Support
was provided for electronic learning through numerous training opportunities at
institution and system levels, as well as vendor training and conferences. The LCTC
System supported professional development through system goals, system policies.
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system-wide conferences, a leadership development program, and various system
initiatives involving task force members throughout the system.
Professional development needs, as indicated by the CAOs, included a more
structured and organized program, more funding, and a designated person to plan and
coordinate activities. The CAOs frequently noted more time as a need, as the new
community colleges had limited personnel to perform multiple duties. The need for
additional funds was a recurrent concern expressed by CAOs. Again, the new community
colleges had limited budgets for the multitude of demands as the colleges grew and
expanded.
The effect of professional development was primarily touted by the institution
with the most organized and structured professional development program. College C.
The participants spoke frequently of the benefits and rewards of the professional
development activities, CATT center, professional development persormel, and policies
that led to improved delivery of instruction. Other CAOs often spoke of the increased
excitement and energy of faculty after attending conferences, participating in mentoring,
or developing electronic courses.
Research Question 3: What are the most likely to be offered and utilized professional
development programs and activities?
A brief questionnaire of the Chief Academic Officers in the seven LCTCS
community colleges was used to determine the current professional development
practices in the institutions. The questioimaire was modeled after a section of a survey
used by Murray in studies of faculty development programs in community colleges in
New York (1998), Texas (2000), and nationally (1999, 2001). Six of seven questionnaires
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were returned and tabulated. The tabulated results of the questionnaire responses and
results of the section of the national survey of community colleges by Murray (1999) are
presented in Table 1.
The interviews and questionnaire results revealed that, although only one of the
seven institutions had a structured professional development program, all colleges offered
some type o f traditional professional development activities. All responding institutions
(100%) reported that they provided financial support to attend professional conferences,
provided training in instructional technology and media, and used professional
development activities to support the institutional mission and goals. The questionnaire
results confirmed the findings attained from the interviews of LCTCS chief academic
officers and documentation gathered. The professional development activities most
frequently mentioned by the participants in the interviews were counted and found to he
faculty mentoring (28), external speakers (22), convocations (20), conferences (20),
graduate-level coursework (19), workshops (17), National Institute for Staff and
Organizational Development (NISOD) (17), Leadership Development Institute (LDI)
(11), faculty orientation (10), and best practices (9). These findings coincided with the
questionnaire results from six of the seven LCTCS community colleges. Four of six
(67%) reported that they provided a formal mentoring program for faculty, five (83%)
reported offering workshops by outside experts or their own campus faculty and six
(100%) reported that their institution provided financial support to attend conferences.
Research Question 4: How do the college or LCTCS strategic plans or mission affect
professional development!
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Strategic planning encouraged the LCTC System, institutions, and the staff to set
priorities and focus resources to achieve established goals. In the Louisiana Community
and Technical College System 2002- 2007 Strategic Plan, Goal 8 addressed College
Personnel and professional development. This LCTC System strategic goal provided an
overarching goal for all institutions within the governance of the LCTCS.
Goal 8. College Personnel: Recruit and retain exemplary faculty, staff,
and administrators through continuous professional development. To
achieve this goal, the LCTCS proposes to:
1) strengthen the working environment to attract and retain the most
talented and best-qualified faculty and staff, 2) maintain a faculty/staff
development program to renew their training, skills, and enthusiasm in
order to creatively meet the changing needs of students, 3) provide
opportunities for faculty and staff to upgrade their skills in the use of new
and emerging technology, and 4) strengthen the preparation of faculty
who teach transfer courses {LCTCS Strategic Flan, p.7).
Many participants presented the strategic plans of the LCTCS as providing the goals for
professional development, but did not have professional development goals at their own
institution. Several participants indicated that while the institution’s mission statement
and goals did not specifically address professional development, professional
development was part of the mission and strategic planning of the institution as it related
to excellence in teaching and learning, pursuit of knowledge, remaining current in the
discipline, integrating technology in teaching, or development of high quality faculty.
CAO Allen at College A related that the mission of the institution included encouraging
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lifelong learning, but that her institution had not connected that faculty, as well as
students, needed to be lifelong learners. The participants often spoke to specific
initiatives as part of the strategic plans for the institution or system as a whole that
involved training and professional development. These initiatives included establishing
partnerships with business and industry, expanding services using electronic leaming,
accreditation, researching and revising general and developmental education, developing
leaming outcomes, setting unit goals, developing budget proposals as a team, and
redesigning teacher education.
Overall, the strategic plans and initiatives of the LCTC System had the most
impact and effect on the seven community colleges. The staff of the LCTCS provided
information through bringing in nationally known speakers on an initiative, creating task
forces made up of constituents from institutions in system to work on policies or plans, or
provided funding for participants to attend conferences or make proposals for funds
related to specific initiatives. In many cases, the LCTCS staff brought faculty and
administrators together to facilitate the change process. With the exception of College C,
with a stractured professional development program, the other colleges did not have a
focused plan of development. The one area in which most institutions did have either
plans or individuals designated to train was in electronic leaming.
Theoretical Linkages
In this study of professional development in community colleges in the Louisiana
Community and Technical College System, linkages were made to theory. Linkages to
theories in adult and career development, organizational behavior, but primarily on how
professional development related to the maintenance of individual and institutional
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vitality and renewal were identified. Knowledge about professional development has
developed through discussion, personal experience, and review and evaluation of
exemplary programs (Bland & Schmitz, 1990; Sydow, 1993). In this study, multiple
methods were used to obtain information concerning the current professional
development practices in the seven community colleges in the LCTCS. These methods
included interviews of chief academic officers, the President of the LCTCS, and other
key participants identified by the CAOs, and a review of institutional and system
documentation.
Adult and Career Development
Researchers related adult stages of development and leaming to the academic
career life of faculty and to their professional development needs. Baldwin (1990)
emphasized, “Colleges and universities that wish to maintain a vital professional
workforce must be cognizant of the powerful developmental forces that influence faculty
members” (p. 21). The literature reflected that higher education institutions should be
responsive to the career needs of faculty and staff and provide options that develop their
professional skills (Menges & Mathis, 1988; Baldwin, 1990). The results of this study
found that the seven LCTCS community colleges were responsive to the career and
training needs of faculty and staff. Availability of professional development opportunities
was sometimes limited as a result of insufficient time, funding, and personnel. Each
institution offered a variety of professional development activities, however, just as the
institutions vary in age, size, and demographics, so did the level of stmcture,
formalization, and maturity of the professional development programs.
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Eble and McKeachie (1985) and Clark and Corcoran (1989) presented the varied
professional development needs of new, mid-career, and post-tenure faculty. Sydow
(1993) indicated that life cycles, career development stages, intelligence, commitment,
and socialization affected professional development. Baldwin (1990) proposed an
academic career model that divided academic life into four phases, from career entry to
retirement. He described these stages as (a) career entry: novice professor, getting into
the academic world, (b) early career: settling down in organization and making a name,
(c) mid-career: accepting a career plateau or setting new goals, (d) late career: leaving a
legacy (pp. 24-26). While the study participants or institutional programs did not
specifically address the career stages of a faculty member, professional development
activities relating to these stages could be identified.
Three LCTCS community colleges reported that they provided a structured
faculty orientation for new faculty members on the CAO questionnaire, yet the interview
of participants found that some form of new faculty orientation occurred at all
institutions. The structured orientation ranged from a yearlong training and mentoring
program to half-day information and training session. The informal orientation that
occurred at some institutions consisted of a review of policies, procedures, faculty
evaluation process, and an overview of community colleges and the institution provided.
The orientation was provided by a supervisor or Human Resources in a one-on-one or
small group setting. Faculty orientation helped to address some of the needs of the novice
faculty member. The structured faculty orientation and evaluation program at one
community college was designed to support the novice teacher in their first three years of
instruction, progressively preparing them to move into the early career stage of academe.
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The community colleges offered highly diverse orientations, ranging from half-day
sessions to three-year programs.
The results of the study identified professional development opportunities for
LCTCS faculty members that were appropriate for the mid-career stage. As Baldwin
(1990) explained, the mid-career faculty member reached a peak of productivity and their
enthusiasm for teaching may wane. It is for that reason that new goals and expectations
should be established for the seasoned faculty members. Participation by mid-career
faculty members could serve to rekindle enthusiasm for teaching. Discipline-specific
workshops and conferences were supported by the seven LCTCS community colleges, as
funding was available. The LCTCS Leadership Development Institute and LCTCS task
forces that addressed system-wide initiatives were avenues for participation for mid
career faculty members. In addition, the established community colleges used seasoned
faculty for mentoring new faculty members. CAO Craig described the first year
mentoring experience for new teachers at College C as, ‘‘-...having an experienced,
trained faculty member working with the new faculty member to help them to reflect on
and develop their teaching styles. ” As Rowe (1993) and Saltzman (1996) pointed out,
this situation was mutually beneficial for the protege and mentor. The protege received
encouragement, support, and feedback and the mentor was rejuvenated through reviving
their knowledge and remaining current on new practices in teaching and leaming. The
mid-career faculty member was renewed by serving as a mentor.
The late career stage of faculty and staff members may be reflected by decreased
productivity, yet an ongoing respect of others for the knowledge, wisdom, and experience
of the faculty member (Baldwin, 1990). No specific professional development activities
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addressed the late career stage of faculty members in the LCTCS community colleges. A
participant at an established community college noted concern for the impending
retirements of administrative staff and was encouraging faculty to earn doctorates and
secure additional training in preparation for succession. Ms. Crockett explained, “. . . /
have been telling them that all the national literature and statistics say that within the
next seven years all the higher ed leaders/ administrators will be retiring and there is
going to be a big vacuum.” Ms. Crockett further related that administrative staff was
mentoring faculty for future leadership positions. In this manner, the faculty and staff
nearing retirement were able to share their wealth of knowledge and experience with
those that will carry on the mission and goals of the community college in the future.
The need for professional development in community colleges was well
established. The changing developmental needs of faculty and professional staff should
he considered when developing a structured professional development program in the
LCTCS community colleges. The one community college in the LCTCS with a structured
and mature professional development program was the only institution that addressed the
needs of the various stages of career development of faculty and professional staff. Other
community colleges in the system had a mix-match of programs and activities, but did
not specifically recognize or address the stages of career development with the exception
of faculty orientations. The LCTC System programs and initiatives helped to bridge the
gap in activities offered by the institutions throughout the system. For the career
development needs o f faculty and professional staff to be met, a more structured and
systematic offering o f courses, activities, and training should be delivered to assure the
ongoing growth and effectiveness of personnel. Improvement cannot be forced, hut the
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tools and expectations can be provided to encourage the enhancement of leaming and
increased effectiveness of the institution.
Organizational Behavior
The literature presented that the institutional climate or culture can encourage
professional development in higher education. “Effective professional development is
predicated upon creating the appropriate climate and conditions for growth (Wallin,
2003, p. 319). Hanson (2003) noted, “Culture is a human invention that establishes
meaning for us by integrating our knowledge, and perception of that knowledge, into the
immediate world we can understand and feel comfortable within” (p. 330). Leaders of the
LCTC system and community colleges established the culture and climate. CAO Allen
accentuated the importance of professional development as part of the culture of a
community college, “/t needs to be part o f the culture o f learning that goes on so that
individuals who work in the institution are part o f the learning body.” Ms Crockett
emphasized that the support of leaders was required for the successful implementation of
professional development programs in community colleges, ”Assurance is needed from
the top administrators that they will support the professional development effort to enable
change and improvement.”
The culture of an institution was influenced by a myriad of characteristics that
may include the hierarchical structure, focus and vision of the institution, history and
traditions, community expectations, leadership, employees, student demographics and
other factors. Hanson (2003) presented that the institutional culture is a combination of
the overall institutional values, beliefs, and perceptions. In this study, discussions
revealed that the community colleges had diverse institutional cultures. In some cases, the
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cultures were well established and engrained. In others, especially in the new and
emerging community colleges, the cultures were still being developed. The leaders
expressed an excitement about being able to mold the culture of the institution.
In addition, the LCTCS staff made professional development a system-wide
priority. This created a culture for the entire system that fostered the growth of
professional development efforts at the individual community colleges. The LCTC
System had a specified goal that addresses professional development: Goal 8. College
Personnel: Recruit and retain exemplary faculty, staff, and administrators through
continuous professional development {LCTCS Strategic Plan, p. 7). To meet this goal, the
System office had developed and offered an assortment of programs led by nationally
recognized speakers, a system-wide conference day, a leadership institute, grant funding
for institution-specific development initiatives, policies, and task forces for system
initiatives. System initiatives such as teacher education, general education, electronic
leaming, and developmental education encouraged ongoing growth, change, and
development of faculty and staff in the System.
Organizational systems were functioning in community colleges. Hanson (2003)
described the four major management theories for educational organizations as classical
organizational theory, social system theory, open system theory, and institution theory.
■ Classical organizational theory: bureaucratic stracture and processes lead to an
orderly flow of work, efficient and disciplined behavior, maximum efficiency, and
goal achievement.
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■ Social system theory: collections of groups that collaborate and cooperate to
accomplish the goals of the group, that relate to the goals of the system. This system
theory encourages more open communication and shared decision-making.
■ Open system theory: purports that an organization is made up have interrelated
subsystems that interact with the environment. This type of system emphasizes
planning and programming designed through gathering and processing information
from the environment.
■ Institutional theory: a type of open system theory that “represents a body of thought
that identifies, emphasizes, and explores the forces that constrain organizations from
changing” (Hanson, 2003, p. 286).
The community colleges in the LCTCS were not analyzed to determine their
organizational management style. The interview questions did not specifically address the
culture or organizational behavior of the institutions. The organizational management
style was difficult to determine during the limited interview. To the extent that could be
determined, the LCTCS community college leaders displayed characteristics of each type
of management style. Some institutions were perceived to be highly bureaucratic and
hierarchical in nature, similar to the classical organizational theory. Other institutions
were perceived to be a combination of social and open systems, as the faculty was
involved in the planning o f professional development based on the mission, goals, and
initiatives o f the community college and LCTC System. CAO Craig emphasized the
involvement of the professional development committee at College C,
We do have a professional development committee. And that committee
plans the conferences with input from us, but they are in charge o f all the
workshops, particularly. The get involved in who that, who the primary
speaker is. They plan. They select the winners o f the presenter grants and
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the mini-grants. I f there is some other activity that they feel strongly that
we need to have, it would come through that committee.
Characteristic of an open system, the professional development program was a
component of the organizational system that integrated the influences of internal and
external forces to develop plans and programs that support the mission of the
organization.
Shaner (1995) suggested that a logical theoretical approach to professional
development in higher education to be the Situational Leadership (SLII) theory by Hersey
and Blanchard. The SLII theory inferred that good leaders adapted their leadership style
according to the situation. The four types of leadership proposed in this theory included
directing, coaching, supporting, and delegating. The situational leader encouraged the
development of the follower based on level of competence and commitment. This
organizational style inferred the evaluations of faculty to determine their individual or
organizational needs for development. This organizational style was applicable to the
institution that had a formalized and structured professional development program that
offered a three-year development plan for new faculty. Other institutions in the LCTCS
demonstrated situational leadership in that they viewed their role in professional
development as providing opportunities, fostering growth, and encouraging participation
in professional development activities.
Bergquist and Phillips (1977) described the various organizational theories that
supported professional development. They noted that in McGregor’s Theory X,Y that in
Theory Y settings, organizations would provide the means for faculty to achieve goals
that met organizational goals that would lead to success of the organization. Bergquist
and Phillips also related the motivational theory of Herzberg in which certain
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motivational factors increased employee satisfaction. Those factors included
achievement, recognition, work, responsibility, and advancement (p. 23). In the study by
Wallin (2003), the motivational theories of Maslow and Porter were related to faculty
development. Wallin proposed that faculty development was based on intrinsic and
extrinsic motivators. The faculty evaluation processes at the seven community colleges
provided motivation for participation in professional development, as it was one of the
evaluation criteria for annual evaluation and for promotion. Other incentives or external
motivators included stipends, increased salary for promotion, release time for study or
training, recognition, and potential for advancement. Intrinsic motivators could be
demonstrated through faculty pursuing graduate studies, researching, presenting in their
discipline area, or participating in professional organizations or task forces.
Institutional and Individual Vitality and Renewal
The term professional development, in this study, referred to programs and
activities that were designed to encourage institutional and individual renewal, growth,
change, and continuous improvement of faculty, librarians, counselors, and
administrators in community colleges (Bumstad, Hoss, & McHague, 1997; Rose, 2000).
A review of the literature found that professional development programs were described
as being designed to improve the vitality or encourage the renewal of faculty and the
institution. Vitality was the quality that enabled individuals or institutions to survive,
grow, or develop physically or intellectually with energy (Loumos & Kermedy, 1996).
Bergquist and Phillips (1977) warned, “Without a successful leaming environment and
skillful leaming resources, including faculty, the vitality of an institution, in terms of both
educational mission and fiscal survival, is endangered” (p. 289). Clark and Corcoran
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(1989) concurred that
interactive..

. . faculty and institutional vitality are intertwined and

(p. 31). Further, Scott (1990) indicated that, “The vitality of faculty

training has the capacity to contribute to the overall effectiveness of the college and
produce positive reactions” (p. 15). The literature presented that the institutional climate
or culture encouraged professional development in higher education. Several researchers
noted that the support of administrative leadership was the key to successful professional
development programs that lead to institutional renewal, vitality, and increased
instructional effectiveness (Bumstad, Hoss, & McHague, 1997; Eble & McKeachie,
1985; Murray, 2001; Wheeler & Schuster, 1990).
London (1995) maintained higher education institutions were similar to the
private business sector, “Training should be linked to productivity, improvement, and
organization strategies. The role of training is critical to the continued vitality of an
organization, especially in a tight economic environment that demands efficiency and
customer responsiveness”(p.l82). Bland and Schmitz (1990) explained that “vitality,
theoretically, is related to four complex factors: 1) faculty characteristics, 2) institutional
features, 3) faculty goals, and 4) institutional mission” (p. 47). They further related that
the most frequent recommendation for faculty and institutional vitality was the need for a
strong link to be developed between the institutional mission and policies and the faculty
renewal plans and strategies. The professional development program should support the
institutional mission, goals, and objectives (Bumstad, Hoss, & McHague, 1997).
The participants in this study indicated that the individual community college’s
mission statement and goals did not specifically address professional development.
However, professional development was part of the mission and planning of the
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institution as it related to excellence in teaching and leaming, pursuit of knowledge,
remaining current in the discipline, integrating technology in teaching, or development of
high quality faculty. One community college had strategic plans and goals that
specifically addressed professional development. The LCTC System had a specific goal
that addressed professional development, and was frequently cited by participants as
providing guidance and direction for professional development at the system level.
Sydow (1993) supported the link between the institution and individual vitality.
However, she further pointed out the pressures of change, new technology, and new
developments in the disciplines could result in bumout or loss of motivation of
employees. Professional development, when supported by the institutions and
administrators, can do much to prevent this scenario and encourage ongoing development
and renewal throughout the professional careers of community college faculty and
professional staff.
The participants in this study told of the “excitement” of faculty when they
retumed from conferences. Ms. Crockett shared how older faculty were rejuvenated by
mentoring new faculty.
And what the effect o f that was, the new teachers received some benefit,
but the experienced teachers entered into a community o f teachers
discussing teaching and learning. It actually rejuvenated some o f the
people who had been here twenty-seven years and were kind o f on the
burnout end. And not only did it rejuvenate them, I mean it really infused
fresh life into them.
The participants noted the increased interest in higher education for those pursuing
graduate studies or participating in instmctional technology training. Faculty in
community colleges must continue to grow and develop to meet their primary role in the
dissemination of knowledge to students. Professional development that leads to the
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renewal of faculty, is necessary for the community college to remain vital. Bland and
Schmitz (1990) challenged higher education leaders,
The quest for personal, professional, and institutional vitality.. .is surely difficult
and probably never-ending. No longer can we take the vitality of our faculty or of
our higher education institutions for granted. Faculty and administration must
purposefully design an organizational climate to support personal productivity
and institutional vitality (p 60).
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Chapter Eight
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
Purpose Statement
The purpose of performing this qualitative multi-site case study was to investigate
current practices, experiences, support, and perceptions concerning professional
development in Louisiana Community and Technical College System (LCTCS)
community colleges as described by Chief Academic Officers (CAOs). The need for this
study was compelling considering that the LCTCS is a new community college system
with three well-established and four new and emerging community colleges with unique
faculty development requirements. Multiple methods were used to obtain information
concerning a) current professional development practices, b) perceptions about
professional development, c) commonly used professional development activities, and
d) institutional support for professional development in LCTCS community colleges. The
verbal and written records gathered were examined to identify and confirm the current
professional development usage, support, and activities of professionals in the LCTCS
community colleges. The collective thoughts and perceptions of participants were
considered to determine barriers to and benefits of a structured and effective professional
development program.
This chapter consists of four primary sections. The first section is a brief summary
of the research procedure and findings. The major themes and sub-themes and subsequent
conclusions that are grounded in the literature are discussed in the second section. The
third section presents recommendations for practical applications for consideration by
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community colleges and community college systems. The chapter concludes with
recommendations for further research and study.
Summary of Research Procedure and Findings
In this multi-site qualitative case study, the bounded system was the seven
LCTCS community colleges. Data were collected through multiple methods to include a
questionnaire of chief academic officers (CAOs), in-depth interviews of participants, and
the review of institutional and system documentation and reports. The questionnaire
gathered self-reported information about the current professional development practices
at LCTCS community colleges. The participants were the chief academic officers at the
seven LCTCS community colleges, the LCTCS President, and other identified key
personnel. Participants were interviewed to gain an in-depth understanding of the
perceptions, activities, goals, and institutional support related to professional
development in the community colleges of the emerging Louisiana Community and
Technical College System.
Research Proeedure
Sample. Purposive sampling was used to identify the participants. The LCTCS
chief academic officers at the seven community colleges were chosen as the primary
participants to be interviewed as Murray (2001) and Nwagwu (1998) noted that chief
academic officers and academic deans were frequently assigned the responsibility for
professional development o f faculty in community colleges. The president of the LCTC
System was also interviewed to gain a deeper understanding of the overarching strategic
plans, goals, and policies of the Louisiana Community and Technical College System that
are related to professional development. The eleven participants involved in this study
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provided honest, forthright, and reflective responses to the interview questions. They
provided unique insights and perspectives into the professional development efforts at
their institutions.
Data analysis. Data analysis involved review of ten interview transcripts,
compilation of the Professional Development Practice Questionnaires, reflections of the
interviews, and review of system and community college documents. Document review
provided corroboration and more detail of the information obtained from the interviews.
Data analysis revealed that the four new community colleges, in particular, had barriers
and obstacles to overcome in their daily operations. The CAOs at the four emerging
community colleges appeared to be working frantically to develop courses, build
programs, hire and train new faculty, secure funding, plan for buildings, and achieve
regional accreditation. Although they all expressed the importance of professional
development to their growth and development, they also indicated in one way or another
that the lack of funding, time, and manpower greatly hampered their efforts toward
developing a structured professional development program. The three established
community colleges had more consistent professional development opportunities, but
they were not necessarily organized and structured. Only one community college in the
system had an established professional program with full-time personnel and committees
to plan, market, coordinate, deliver, and evaluate the professional development needs,
offerings, and outcomes of the community college.
Findings
After a thorough review of the interview recordings, subsequent transcripts,
interview reflections, and documentation, four themes developed. The four themes

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

208

emerged from the data based on the concept that the human capital and infrastructure of a
community college was its most important resource and the true foundation of its strength
and stability. The four themes included Building the Human Infrastructure, Investment in
the Human Infrastructure, Maintenance and Improvement o f the Human Infrastructure,
Dividends and Returns on Investment in the Human Infrastructure.
Building the human infrastructure. The theme Building the Human Infrastructure
was derived from the participants as well as from concepts presented in the literature.
This theme included the strategic plans and goals each LCTCS community college and
the system had as it related to professional development. Each institution in the LCTCS
was required to have strategic plans, a mission, and goals that guided the community
college in its operations and planning. The LCTCS also had strategic plans and goals that
created the overarching plans and goals for the system. The participants each perceived
and proved their fulfillment of these plans and goals by diverse methods. Thus, this
theme had two sub-themes: planning and perceptions.
Investment in the human infrastructure. The second theme. Investment in the
Human Infrastructure, surfaced as participants frequently addressed the essentiality of a
multitude of diverse resources, which included personnel, funds, support, facilities,
equipment, and time. The community college and system should invest resources in the
human infrastructure to make the faculty foundation strong and capable of meeting the
changing demands and needs of the current educational setting as well as prepare for the
future needs of the students, institution, system, and state. Investment was demonstrated
through institutions providing general support as demonstrated in institutional policies
and procedures, institutional strategic plans and goals for professional development.
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faculty release, administrative encouragement, and investment of time and resources;
designating personnel to coordinate professional development; and p r o v i d i n g f o r
travel, conferences, speakers, and coordinated activities.
Maintenance and improvement o f the human infrastructure. The third theme.
Maintenance and Improvement o f the Human Infrastructure, was derived from the
numerous activities listed by participants as methods to maintain or improve the
knowledge and abilities of faculty. Professional development activities in the community
college enabled the institutions to prepare new faculty for the classroom setting and
improve the knowledge and aptitudes of existing faculty to promote teaching excellence.
Professional development programs also enabled institutions to initiate new strategies and
initiatives, and change the culture of the institution, such as in the area of electronic
technology. Faculty members require the knowledge and skills that will prepare and
empower them to meet the changing demands and challenges of higher education and to
maintain a vital and successful institution. System and institutional initiatives or areas o f
focus for professional development readily emerged in the interviews. Evaluations of the
professional development programs and faculty growth and development helped to assure
that the activities offered in specific areas of focus are meeting the goals of the institution
and improving the effectiveness of the faculty and institution.
Dividends and returns on investment in the human infrastructure. The fourth
theme. Dividends and Returns on Investment in the Human Infrastructure, reflected the
benefits and rewards of professional development programs. Institutional policies
pertaining to professional development were beneficial to faculty in that they enabled
faculty to receive release time, leaves, or tuition waivers for education. The availability of
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policies that supported professional development reinforced the importance of
professional development and helped to assure a return on the investment in the human
infrastructure. A review of interview transcripts and documentation found that
institutions and the LCTC System had various policies in place related to the ongoing
professional development for the improvement of quality teaching and of faculty.
Benefits of professional development programs may be tangible or intangible. Benefits of
professional development of faculty in the LCTCS community colleges, as presented by
participants, included retention of faculty members, improvement of teaching skills,
increased depth and breadth of knowledge in a discipline, increased satisfaction, better
prepared future leaders, and faculty with the knowledge and skills to implement new
college initiatives.
Discussion and Conclusions
The themes in this study emerged from the data. Themes were based on the
concept that the human capital and infrastructure of an institution was its most important
resource and the foundation that provided its strength and stability. The four themes that
emerged were: Building the Human Infrastructure, Investment in the Human
Infrastructure, Maintenance and Improvement in the Human Infrastructure, and
Dividends and Returns on Investment in the Human Infrastructure. A discussion of the
four major themes and sub-themes as related to the literature is presented. Conclusions
are offered at the end of the discussion of each sub-theme.
Professional development programs are necessary to build and maintain the
human capital and infrastructure of a community college. In any organizational setting,
human resources, as well as physical, technological, organizational, and financial
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resources are viewed as assets to be obtained, maintained, retained, and developed (Hitt,
Ireland, & Hoskisson, 1995). The maintenance and improvement of the physical and
financial infrastructure are important for the operation of a community college but more
important is the maintenance and improvement of the human infrastructure to the
ongoing success of the community college (Daigle & Jarmon, 1997).
Building the Human Infrastructure
The theme. Building the Human Infrastructure, was based on creating the
foundation or culture from which a professional development program emanates by
establishing plans and goals to support the vision of the institution, hi addition, the
perceptions of the participants were considered as the leadership of the institution creates
the climate and culture for the institution. As noted by Wallin (2003), “Effective
professional development is predicated upon creating the appropriate climate and
conditions for growth” (p. 319). Thus, this theme has two sub-themes: Planning and
Perceptions. Planning encompassed any activities or values related to institutional
planning in the LCTCS community colleges or the system, itself. This sub-theme evolved
from words or phrases used by the participants such as goals, mission, mission statement,
values, plans, plaiming, strategic plans, vision, objectives, statement, initiatives, key
performance indicators. Perception represented beliefs and feelings expressed by the
participants in regard to professional development by such words as help, encourage,
foster, improvement, commitment, as well as others.
Planning
Plarming permeated the activities of all community colleges in the LCTC System.
Strategic plarming aided institutions in creating a framework that placed them in the most
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advantageous position to achieve their desired future. Strategic planning encouraged the
institution and its staff to create a vision, set priorities, and focus resources to achieve
established goals. The literature emphasized that professional development should be a
part of the vision, mission, goals, and objectives of the community college, as this
demonstrated the support of the institution and leadership (Bland & Schmitz, 1990;
Bumstad, Hoss & McHargue, 1997; Murray, 1999). Watts and Hammons (2002) as well
as Bumstad, Hoss, and McHargue (1997) stressed that a link between professional
development programs and the organizational mission, goals, and objectives aided in
integrating professional development into the institutional stmcture. London (1995)
maintained higher education institutions were similar to the private business sector in
that, “Training should be linked to productivity improvement and organization strategies”
(p. 182).
The LCTCS president and other participants explained that as an emerging
system, the LCTCS was developing and expanding goals and objectives as their role in
higher education in Louisiana broadened. A specific goal in the LCTCS strategic plan
addressed ongoing professional development of faculty. Participants frequently cited the
LCTCS strategic plans that addressed professional development as guiding the system
and the community colleges. Wallin (2003) purported that institutional community
college presidents had significant influence over setting priorities and distributing
resources at community colleges. These priorities embodied the values and vision of the
institution. CAO Craig related that a previous chancellor of College C had demonstrated
support for professional development by hiring a consultant to review the institution’s
professional development practices and make recommendations for improvement. Since
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that time, College C formalized its professional development program and developed
specific strategic plans and goals for the professional development program at the
institution level. College A had an annual initiative that was supported by funds for
professional development activities. The LCTCS had system-wide initiatives that
included bringing in nationally recognized speakers in the area, funding for travel in the
area, conferences on best practices, and development of task forces concerning the
system initiatives. The other five participants in the study stated that strategic plans
related to professional development often revolved around the initiatives identified at the
system level.
Some participants identified the institution mission statement or descriptions of
professional development in faculty handbooks as supporting professional development,
but not necessarily in guiding the professional development plans for their institutions.
CAO Allen at College A related that the mission of the institution included encouraging
lifelong learning, but that they had not connected that students as well as faculty needed
to be lifelong learners. The CAOs spoke of different groups such as committees, faculty
senate, or library staff as being involved in the planning for professional development.
Two CAOs noted that their faculty senate was involved in program development, three
institutions had faculty development committees, and one CAO indicated that her
institution used the library/learning resources staff to plan and provide professional
development activities pertaining to electronic technology.
The availability of funding sources, both internal and external, also provided
opportunities for professional development planning and implementation. Two
participants noted that the availability of grants written by faculty members to bring in
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speakers were part of planning for professional development activities. Carl Perkins
funding also had provided a significant source of funds for speakers and professional
development and training both at the system level and individual community colleges.
Carl Perkins funding had been used to bring in speakers, fund travel to conferences, and
develop a training center at one institution. College C provided internal funds for
presenter grants. Faculty and staff submitted proposals to bring in speakers to present
topics to the faculty, staff, and sometimes students. Grant writing for professional
development activities caused faculty and staff to reflect on the needs and expected
outcomes of such activities. The presenter grant process and the use of professional
development committees encouraged, as Murray (1999) explained, “faculty ownership”
(p. 48) in planning for and implementing professional development activities. Bumstad,
Hoss, and McHargue (1997) emphasized the importance of using the faculty advisory
committees to build support, gather ideas, and share information conceming professional
development.
With the exception of the LCTC System, the community college with a
formalized professional development department, and a college with two areas with
primary responsibility for professional development, planning for professional
development at other institutions could be described as a mixed assortment of disparate
activities. The other participants viewed professional development as important, but did
not specifically plan for professional development. As described by Watts and Hammons
(2002), it was viewed as either events extemal to the college or as an “add on” and not a
“necessity” (p. 8). Murray (1999) echoed these observations, “.. .many faculty
development programs lack cohesiveness and often involve little more than collections of
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loosely connected efforts” (p. 47). A study of best practices in professional development
programs in two-year colleges by Loumos-Kennedy (1996) found that exemplary
programs had written missions and goals for professional development related to the
mission and purpose of the institution. It may be concluded that most LCTCS community
colleges need to develop strategic plans and goals fo r professional development that are
related to the institutional mission and goals fo r consistency o f purpose and to provide
guidance and assure effectiveness.
Perceptions
Administrative leaders establish the culture or climate of the institution or system.
Wallin (2002) suggested that a climate that encourages faculty growth and development
may he established by administration through three specific actions that motivate faculty
involvement in professional development, “First, the administration must create a secure
environment for faculty development. Second, the administration must embrace two-way
accountability. Third, the administration must make faculty professional development an
institutional priority” (p. 328). Dr. Walter Bumphus, LCTCS President and the LCTCS
Board have established the priority for professional development in the system through
strategic plans, developing system initiatives, and providing speakers and funding. Dr.
Bumphus supported professional development through his words and actions, “/ think
that we must continue to build more capacity fo r our staff and to continue to keep them
up to speed with contemporary practices as they relate to teaching and learning.’’'
The culture and climate of the LCTC System and institutions created the
perceptions of the participants interviewed. The perception of participants was that
professional development was either a highly regarded area of focus or at times an
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afterthought. Participants expressed feelings, attributes, beliefs, and perceptions
supporting professional development in many ways. Participants often referred to helping
and encouraging faculty to learn new and different procedures, techniques, information,
technology, or software. CAO Ewing at College E emphasized that his institution
encouraged faculty and staff to pursue additional education, graduate courses, or doctoral
programs. The participants expressed the perception of how they helped faculty in their
professional development endeavors, whether it was learning new technology or
improving classroom management skills.
The CAOs at the new and emerging community colleges expressed mild
fhistration with their inability to offer professional development programs. The seven
community colleges all indicated that funds were available to send faculty to extemal
conferences or LCTCS activities, yet funds were limited at several institutions. The
participants desired to offer more stmctured and consistent professional development
opportunities, but limited time, physical, financial, and personnel resources, as well as
priorities that are more urgent prevented them from developing such programs at the
present time. CAO Ewing summarized the sentiments of other CAOs at new and
emerging community colleges in the LCTCS,
That is one o f the dijficulties fo r us overall, is that we can never do
enough. It is a limited resources, it’s a limited time, it’s a limited
everything. But, you also know what you want, but you also know what
the practicality o f it is. And, some days you go home at the end o f the day
and ju st want to pull your hair out because you can’t do what you know
you have to be able to do. And that’s the frustration o f this job, in a lot o f
ways. . . .And everything has one beside it, first priority.
The new, emerging community colleges are experiencing some of conditions
expressed by community colleges in the 1960s and 1970s. The descriptions of the growth
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of community colleges in the past by Bumstad, Hoss, and McHargue (1997) paralleled
the current status of the four new LCTCS community colleges,

. a rapid growth phase

in our development where enrollments, buildings, staff, and institutions seemed to be on a
constant, exponential growth curve” (p.3). It may be concluded that the general
perceptions expressed by participants were that there was a need fo r and value in
professional development programs fo r faculty and professional staff The participants
believed that their institutions encouraged and helped faculty and professional staff to
grow and develop. They also expressed that more could and should be done as more
resources (i.e., time, facilities, money, personnel, equipment) were available.
Investment in the Human Infrastructure
The higher education institutions and system must invest in the human
inffastmcture to make the faculty foundation strong and capable of meeting the changing
demands and needs of the current educational setting as well as prepare the faculty and
professional staff for the future needs of the students and the institution. The theme of
Investment in the Human Infrastructure included the sub-themes of support,
coordination, and funding.
Investment was demonstrated by providing general support through institutional
policies and procedures, institutional strategic plans and goals, faculty release time, and
investment of time and resources; designating persormel to coordinate professional
development; and providing funds for travel, conferences, speakers, and activities.
Institutional support for professional development was reflected by an obvious unified
effort to promote and embrace lifelong leaming for faculty and professional staff. Watts
and Hammons (2002) advocated that for professional development to have legitimacy in
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community colleges, a substantial investment must be demonstrated. Further, they
presented what it took for professional development programs to be successful.
For professional development to achieve program status, someone had to
champion the cause, a senior level administrator had to make a commitment to
professional development, some funds had to be allocated, and someone had to be
assigned responsibility for the program (p. 6).
In reviewing the support for professional development activities at the participant
institutions, it may be noted that funds are assigned for travel and conferences. People do
claim responsibility for professional development, but spent negligible amounts of time
involved with it. Senior administrators indicated that they are committed to professional
development yet do not have time or funds to offer a formalized, structured, and goaloriented program. The community college should invest in the human infrastructure to
make its foundation strong and capable of meeting the changing demands and needs of
the current educational setting as well as prepare for the future needs of the students and
institution. It may be concluded that several components have yet to be met fo r
professional development to achieve formalized program status in six o f the seven LCTCS
community colleges. The essential component required is the designation o f a person to
plan, coordinate, develop, market, implement, evaluate, and champion the professional
development program.
Support
Murray (1999), in a study of faculty development in a national sample of
community colleges, revealed that there are five components of effective faculty
development plans or programs. The first component is institutional support. Murray
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defined institutional support as

. .a climate that fosters and encourages faculty

development” (p. 61). Bumstad, Hoss, and McHargue (1997) affirmed that the support of
campus leaders is essential to the successful delivery of a stmctured professional
development program. The study of community college presidents’ perceptions of
professional development by Wallin (2003) also acknowledged that administrators
establish institutional vision and goals and control the allocation of institutional
resources.
Thus, the visible and substantial institutional support by the community college
leadership for professional development should demonstrate it is an institutional priority.
Christy Crockett from College C noted, “Assurance is needed from the top administrators
that they will support the professional development effort to enable change and
improvement.” Fundamental support for professional development was evident in the
participant interviews and confirmed through documentation. The participants expressed
that their institutions and the LCTC system generally supported professional
development. Support for professional development was demonstrated in a variety of
ways to include designating funding, encouraging pursuit of ongoing education, assigning
people or groups to develop activities and programs, providing time for people to attend
intemal or extemal meetings and conferences, and developing supportive institutional
policies, procedures, and programs. Bumstad, Hoss, and McHargue (1997) indicated that
support for professional development was demonstrated through the support of campus
leaders, adopting a statement to recognize the importance of professional development,
providing time for faculty to attend programs, and through financial resources. Using this
criterion, it may be concluded general support fo r professional development was evident
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at all seven community colleges and the LCTC System. However, the new colleges
continued to identify that the limited resources o f people, facilities, funds, and time
prevented them from having a consistent and comprehensive program o f development.
Coordination
The person with supervisory responsibility, directly or indirectly, for professional
development of faculty and professional staff at the seven community colleges in the
LCTCS was found to be the chief academic officer. This finding was similar to the
findings of Murray (1999) in a study of faculty development in a national sample of
community colleges. Murray found that respondents identified the chief academic officer
as the person responsible for faculty development in 68.5% of responding institutions.
Nwagwu (1998) also supported that the academic dean is responsible for creating a
program for the development of faculty. Rose (2000) found that even when a professional
development coordinator was in place, the responsibility for professional development
was generally with a higher level administrator such as an academic dean or vicepresident of instruction.
Bumstad, Hoss, and McHargue (1997) stressed the importance of assigning a
person to coordinate professional development, “If everyone is responsible, then no one
is responsible. One individual should be assigned primary responsibility for developing,
managing and marketing the comprehensive staff development program at your college”
(p. 13). Only one of the seven community colleges in this study had a designated director
of faculty and staff development. This institution also had two full-time and two part-time
staff, as well as two active committees to support, guide and direct the professional
development area. The other six institutions designated different individuals, committees.
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or areas with varjdng amounts of responsibility for professional development from the
chief academic officers, themselves, to Dean of Arts and Sciences, Human Resource
staff, faculty senate, library staff. Director o f Electronic Leaming, Assistant to the
Chancellor, and various committees. One participant stated that the responsibility for
professional development at his institution was not specifically assigned. The CAOs
implied that they had many priorities that took precedence over professional
development. CAO Barnett at College B shared that he spent a minimal amount of time
on professional development, primarily scheduling programs, documenting programs
offered, and approving travel requests. CAO Feaster at College F, a new community
college, reported that he spent only a small portion of his time on professional
development as his focus has been on " ...putting in place what a new institution
requires.... ” The sentiments expressed by CAO Ewing at College E echoed and expanded
on those o f CAO Feaster,
Few people can understand what we go through on a daily basis here.
Not that we ’re some Herculean group, that’s not it at all. I t ’s just that
very few people can comprehend what it’s like to be a part o f an
emerging college.
CAO Grant at College G verified the need for a designated person to coordinate
professional development efforts,

.. you almost need somebody, like a professional

development center where, you know, there is somebody in charge o f assessing needs and
designing the training, scheduling the right people into the right training.” Similar to the
research of Rose (2002), it may be concluded that only the largest community college had
a designated professional development coordinator and that fo r professional
development to be structured, formalized, and institutionalized, that a professional
development coordinator should be designated at each community college.
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Funding
Funding for personnel, travel, leave, supplies, and equipment were items of
concern expressed by the participants. The new, emerging community colleges often
struggled with the lack of funds and personnel. The participants cited that their limited
staff performed multiple functions and that it was extremely difficult and stressful for
them to be away from work responsibilities on campus.
A study of community college presidents’ perceptions of professional
development by Wallin (2003) found that the presidents believed that designated funds
for faculty development were required to demonstrate the importance and commitment to
faculty development. Funding sources included state funds, institutional funds, business
and industry funds, and foundation funding. In the case of the LCTCS community
colleges studied, funding sources included state allocations, state grants, student
generated fees, Carl Perkins or other federally funded grants, business and industry
opportunities, and institutional foundation funds. The community colleges were creative
in finding sources of funds for professional development. The problem most participants
expressed was a lack of time and personnel to cultivate sources of funding. Watts and
Hammons (2002) purported that professional development was a part of “ .. .doing
business and too important a function to be left until last in budget allocation” (p. 8).
Some states have passed legislation to mandate allotments of funds for the professional
development of higher education faculty. The National Council for Staff, Program, and
Organizational Development (NCSPOD) recommended that the budget for professional
development should be approximately 2% of the institution’s operating budget (Bumstad,
Hoss, and McHargue, 1997). Participants asserted that funds were available for travel and
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conference attendance, but none provided the exact amount or percentage of the
operational budget designated for professional development. Most participants shared
that the funds for professional development were limited. College C was the only
institution that indicated that they had a separate line item for the professional
development department; however, travel funds were located in the academic department
budgets. Most participants implied that the travel and conference funds were primarily in
department budgets, institutional operational budgets, or accessed through Academic
Enhancement fees.
CAO Allen indicated that professional development was one of the first areas to
be cut when budgets were tight. However, she was encouraged to share that professional
development had been addressed during the budgeting process the previous year, and was
an area of focus and importance to College A. The LCTCS President emphasized support
for the continued funding of professional development, even during tough economic
times. He stressed that colleges must be financially committed to professional
development.
We are about to go through some tough times budgetarily, and oftentimes
when budgets are tight, the first thing some colleges want to do is cut
their budgets fo r professional development. And, in my opinion, we could
not be more wrong.
While the participants were quick to declare their budget woes, they also provided
a list of funding sources that had enabled their institutions to provide quality professional
development opportunities for faculty and staff. The LCTC System and Board of Regents
were frequently cited as providing professional development opportunities or
opportunities to apply for state grants to fund equipment, training, and development. Carl
Perkins funding for vocational education was also a source of funding for the three
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established institutions. One participant noted that his institution’s foundation had also
been in involved in sponsoring select professional development activities. In addition, the
colleges and universities throughout the state often included the area community colleges
in professional development workshops and conferences. The largest community college
administration often invited the staff of the smaller community colleges in its area to
convocation, workshops, and meetings. It may be concluded that funding was available
fo r professional development in the LCTCS community colleges. However, funding was
limited and a lack offunding was perceived as a barrier to the delivery o f quality and
comprehensive professional development program at the LCTCS community colleges. To
circumvent the lack o f funding, the established community colleges could assist in
providing professional development programming to the emerging community colleges.
Maintenance and Improvement in the Human Infrastructure
Professional development is an institutional function used to build, maintain and
improve the human capital and infrastructure of the community college. Hitt, Ireland and
Hoskisson (1995) stated, “The set of knowledge possessed by a firm’s human capital is
among the most significant of an organization’s capabilities and ultimately may be the
root of all competitive advantage” (p. 78). Further, as Wallin emphasized, “With teaching
at the heart o f the enterprise, faculty are the key determinants in the success of a
community college” (p. 317). The theme. Maintenance and Improvement in the Human
Infrastructure, implied the importance of providing faculty with the skills and knowledge
requisite to teaching excellence. Community colleges, especially in the emerging LCTC
System, were rapidly growing and changing to meet the current and future needs of the
students, citizens, and business and industry of Louisiana. The faculty and staff of the
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community colleges were encouraged to change and grow, as well. London (1995) noted
“Establishing opportunities for development require creative initiatives and a futuristic
perspective to identify, communicate, and develop skill requirements for today and
tomorrow (p. 180). London further supported the importance of continuous leaming and
improvement citing from an article by Peter Dmcker (1992) “Training is only the
beginning of leaming. Indeed, as the Japanese can teach u s..., the greatest benefit of
training comes not from leaming something new but from doing better what we already
do well”(p.l81).
The theme. Maintenance and Improvement o f the Human Infrastructure, had three
sub-themes: activities, areas o f focus, and evaluation. Professional development activities
in the community college enabled the institutions to prepare new faculty for the
classroom setting, improve, and expand the knowledge and abilities of existing faculty to
promote teaching excellence. Professional development programs also enabled an
institution to initiate new strategies and change the culture of the institution. When asked
about professional development, the participants frequently listed the many activities
available at their institution. Faculty must have the tools and skills that will prepare and
empower them to meet the changing demands and challenges of higher education and to
maintain a vital and successful institution. System and institutional initiatives or areas o f
focus readily emerged in the interviews. The third sub-theme, evaluation, was included
under this theme as evaluations should be a part of the professional development and
faculty evaluation programs to assure that the activities are effective and meeting the
goals of the institution.
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Activities
The literature revealed a myriad o f professional development activities offered at
community colleges. The list of common professional development activities as noted in
the literature included on-campus and extemal workshops, conferences, sabbatical leave,
faculty orientation, mentoring, continuing education in discipline area, online tutorials,
instructional technology training, leadership training, industry experiences, graduate
coursework, presentations at conferences, faculty evaluation linked to evaluation or
promotion, among many other scholarly activities (Fugate, 2000; Leaming, 1998;
Murray, 1999; Murray, 2001; Wallin, 2003).
A brief questionnaire of the chief academic officers in the seven LCTCS
community colleges, modeled after a survey used by Murray in studies of faculty
development programs in community colleges in New York (1998), Texas (2000), and
nationally (1999, 2001), was used to determine the current professional development
practices. Six of the seven LCTCS community colleges responded. The responses
revealed that all institutions (100%) reported that they provided financial support to
attend professional conferences, provided training in instmctional technology and media,
and used professional development activities to support the institutional mission and
goals. Five (83%) reported offering workshops by outside experts or their own campus
faculty. Four of six institutions (67%) reported that they provided a formal mentoring
program for faculty. Table 1 summarized the results of the questionnaires and included
the results of the same section of the Murray survey for comparison.
The questionnaire results confirmed the findings attained from the interviews of
LCTCS CAOs and documentation gathered. Similar to activities cited in the literature.
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the professional development activities most frequently mentioned in the interviews of
LCTCS community college CAOs were faculty mentoring, external speakers,
convocations, conferences, graduate-level coursework, workshops. National Institute for
Staff and Organizational Development (NISOD) conference, LCTCS Leadership
Development Institute (LDI), faculty orientation, and best practices. In reviewing the
results o f the questionnaire, interview transcripts, and documentation, it may be
concluded that the seven LCTCS community colleges and the LCTC System are offering
and supporting an assortment o f professional development activities. Murray (1999)
described this assortment as “a smorgasbord of activities” (p. 47), but not one that is
coherently organized and based on expressed plans and goals. Most institutional and
system programs and activities are well organized; however, many are not based on
established plans or goals. It may be further concluded that without structure and
purpose, the professional development activities may not have a significant impact or
lasting effect on the faculty, staff, or institutions.
Areas o f Focus
The most prevalent areas o f focus for professional development in the LCTCS
community colleges reflected initiatives of the LCTC system and current trends in higher
education. The areas of focus related to professional development most frequently
mentioned by the participants in their interviews were Blackboard training and online
course development, electronic learning/technology in the classroom,
teaching/leaming/pedagogy, Noel-Levitz consultants/student recruitment and retention,
leaming styles, computer software training, leadership development, developmental
education, and compressed video training. These areas of focus may easily be grouped
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into three primary areas: (1) technology, (2) promotion of teaching excellence and
student success, and (3) leadership development. The findings of this study are similar to
a study of presidential perceptions of faculty development by Wallin (2003) in which the
presidents identified the most critical faculty development needs in three areas: (1)
technology, (2) student leaming, and (3) teaching experience. An overview of the areas of
focus from this study is presented helow.
Technology. The study by Wallin (2003) found that the most frequently cited
critical faculty development need pertained to technology. The presidents in Wallin’s
study frequently referred to training faculty for the use of online instmction, distance
technology, technology in the classroom, the Intemet, web design, as well as technology
training for students, business, and industry. Comparably, participants in this study
mentioned Blackboard training, online course development, electronic leaming, computer
software training, compressed video training, and use of technology in the classroom.
Technology-related areas were the most frequently mentioned areas of focus in the
participant interviews. Accordingly, the documentation also revealed that the most
common training opportunities provided to faculty were related to technology. In
addition, the established institutions had a person designated to coordinate the electronic
technology course development and training.
The community colleges in the LCTCS were at various stages of electronic
leaming development. Two institutions had numerous courses that are web-enhanced,
offered totally via the Intemet, or delivered by means of interactive video. All institutions
have electronic leaming coordinators that attend LCTCS meetings and are involved in
training faculty. All institutions have interactive video technology that was being used for
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meetings, training, and course delivery. Blackboard training was provided on a systemlevel, as well as at home institutions. Electronic leaming was an example of how the
LCTC System and community colleges linked programmatic activities to system and
organizational goals, as was suggested by the literature (Watts & Hammons, 2002;
Bumstad, Hoss, & McHargue, 1997). It may be concluded, that while many areas o f
professional development are a mix-match o f activities, training on the use o f electronic
learning methodology and technology was more pervasive, structured and supported.
Delivery o f training activities fo r electronic learning was found to he at different stages
o f development, but appeared to be widespread throughout the LCTC System and
community colleges.
Promotion o f teaching excellence and student success. The primary focus of the
community college is on teaching and leaming. The primary responsibility of faculty is to
teaching (Diener, 2000). Murray (1999) noted that one component of an effective faculty
development plan or program is recognition of the value and importance of good teaching
by administrators. CAO Grant stressed the importance of teaching, 'W e adopt teaching
as the most important thing o f the community college. So,. . . . , and that is why I say
pedagogy is so important, because we see that as the primary area o f focus fo r the
college." College C, with a stmctured professional development program provided the
new faculty member with an experienced faculty mentor the first year, a course on
College Teaching during the second year, and support for their academic discipline in the
third year. The new faculty member was provided with education, training, and support
during their first three years at the college to assure that they had the tools to be
successful and effective teachers. Assuring teachers are prepared for the classroom was
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particularly important to the emerging community colleges, as numerous faculty
members are being hired. Dr. Walter Bumphus emphasized the importance of preparing
faculty,
I think I speak fo r our Board when I say that they really want to do all we
can to be sure our faculty and staff to be up to speed with the latest in
their given discipline. That is hwy we are making sure that people are
coming to the classroom well-equipped and fully knowledgeable with
contemporary strategies. ’’
To remain current in their discipline, faculty read professional journals,
participated in professional organizations, and attended state, regional, and national
conferences (Diener, 2000). The research of Wallin (2003) found that community college
presidents in three southern states ranked “command of content area” as the most
important as related to successful teaching and leaming (p. 323). To be effective, faculty
members must continue to leam, grow, and develop their discipline knowledge and
teaching skills (Leaming, 1998). Just as the community college is known to encourage
lifelong leaming for students, such is the joumey of leaming for faculty.
The participants in this study identified faculty development issues that are
similar to those identified in the literature at other community colleges. New faculty often
had not been indoctrinated to the community college setting, having only taught at the
high school or university level. Some new faculty had experience in business and
industry but no experience in a tme educational or classroom setting. Fugate and Amey
(2000), in a study of the career stages of community college faculty, found that new
faculty believed that faculty orientation was extremely important to gaining an
understanding of the community college setting, the diverse student population, and
teaching principles and classroom management. In addition, the new faculty indicated
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that faculty development activities were an important component to aid them in becoming
effective instructors. CAO Feaster emphasized that in the new and emerging community
colleges, “'We’ve got people that are still making the transition to what is a community
college teacher?" CAO Grant of College G noted the importance of developing the
pedagogical skills of faculty before adding new technological skills and demands,
So we had, there are some basic pedagogical skills that our faculty need that we
wanted.. .just the attention to learning styles, just attention to those things I
mentioned earlier; how to make students interactive, how to meet individual
learning styles. Our faculty needed that kind o f stuff, as well. Before we try to get
them going on a distance learning medium, we need to make sure their basic
practices are cemented fo r them.
Teaching excellence was encouraged through faculty evaluation, promotion,
tenure, continuing contract, and merit pay policies. Incentives included stipends, release
time, teaching excellence awards, or potential advancement opportunities. These extemal
rewards motivated faculty, but intemal motivation usually had a more lasting impact. The
research of Murray (1999) and Wallin (2003) indicated that community college
administrators valued good teaching and good teachers. The LCTCS community college
administrators valued good teaching, as CAO Grant articulated, “We adopt teaching as
the most important thing o f the community college." It may be concluded that the
participants o f this study recognized the importance o f well-prepared faculty and the
value o f good teaching practices. This belief is the foundation fo r an effective
professional development program. However, more structured and teaching-focused
professional development activities and programs should be provided to assure that
faculty has the tools and knowledge required to be successful in the classroom.
Leadership development. Community colleges require leaders that have a
combination of knowledge, talent, ability, and human relation skills. Leaders in higher
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education must be able to motivate, develop, and encourage students, faculty, staff,
alumni of the institution to achieve a desired mission and goals. Uhlir (1989, p. 28)
defined leadership as

. . the process of causing action through the orchestration of

human talent.” Leadership is not a trait or characteristic, but an ongoing process of
development over time involving education, training, experience, and opportunity. Watts
and Hammons (2003) presented that the literature and national organizations such as
American Association of Community Colleges have forewarned the impending
retirement of community college leadership for the past ten years, thus the need for
programs to prepare future community college leaders. Watts and Hammons (2002)
indicated that there are three options for leadership development: graduate programs, inhouse programs, and institutes and workshops.
Leadership development training through graduate programs that included
specific topics that help to build, develop, and prepare the higher education leader was
supported by Frye (1984). Leadership development should expand on graduate education
by offering in-house practical training and experiential opportunities to prepare potential
leaders in higher education (LeCroy, 1984). The literature presented that some higher
education institutions utilize formal-mentoring programs to develop leaders through
sharing of experiences (Hytrek, 2000; LeCroy, 1984; Rowe, 1993; Saltzman, 1996).
Mentoring encouraged professional growth of both the mentor and protege. Frye (1984)
related that various management and leadership development programs were available
through organizations, institutions, and regional consortia and institutes. Professional
development opportunities such as mentoring programs, leadership programs, completing
a doctoral degree, and gaining experience in leadership position assisted in developing
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well-prepared administrative leaders for higher education. Leadership development
programs were an integral component of a comprehensive professional development
program in higher education.
The institutions under the govemance of the LCTC System were fortunate to have
the opportunity for faculty and staff to participate in the LCTCS Leadership Development
Institute (LDI). Participants in this study frequently identified the LDI as a high quality,
preeminent leadership development opportunity. The LDI experience was a nine-month
program, that involved nationally renowned speakers, mentoring, and projects designed
to develop leadership skills. An established selection process at each community college
helped to identify the nominees for LDI. However, the participants noted that leaders,
especially in the new and emerging community colleges, were easy to identify, as they
were the “doers” at the institution. Participants noted the use of other conferences,
leadership committees, mentoring, graduate courses, and experiential training as methods
used to develop leaders in LCTCS community colleges. The community college with a
structured professional development program appeared to provide more diversified
opportunities for specific leadership development beyond the LCTCS Leadership
Development Institute. It may be concluded that the LCTCS LDI was a highly
commendable leadership opportunity fo r the faculty and professional staff o f institutions
in the LCTCS. Further, LCTCS institutions should consistently strive to provide potential
leaders with experiential growth opportunities, mentors, and encouragement to pursue
advancement in higher education to prepare them fo r future leadership positions.
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Evaluation
Evaluation and assessment enhance the maintenance and improvement of faculty
or programs. For professional development programs in community colleges to be
successful, they must be evaluated to assure effectiveness and accountability (Watts &
Hammons, 2002). The results of evaluations must be reviewed and plans made to change
or improve activities and programs. Bumstad, Hoss, and McHargue (1997)
acknowledged, “Without evaluation, you have no way of knowing the impact of your
activities or programs” (p. 49). Bergquist and Phillips (1977) explained the five purposes
of evaluating professional development programs: (1) to meet requirements of the
organization which funds the program, (2) to determine if the program has reached its
original objectives, (3) to enable members of the program staff to improve their
performance through feedback, (4) to serve as a method for decision-making, and (5) to
influence other programs and activities in the institution (pp. 287-288).
Evaluation of the professional development activities or program at the seven
LCTCS community colleges was limited. The community college with a structured
program confirmed that evaluations were performed and regular reports generated. Two
participants indicated that evaluations were performed when external speakers were used
or to a limited extent by internal presenters. One participant noted that professional
development was evaluated as part of the overall faculty evaluation of administration and
the institutional setting. In conclusion, to be more ejfective, community colleges should
evaluate the professional development activities and programs, as well as the
professional development needs offaculty and professional staff. The activities and
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evaluation outcomes should be tied to goals and plans that support the strategic plans
and goals o f the community college.
The participants in this study often cited the use of faculty evaluations as a
method of assuring faculty participation in professional development activities. Murray
(1999) listed one of the components of an effective professional development program as
connecting faculty development to the faculty reward structure. The faculty reward
structure would include annual evaluation, promotion, tenure, contract renewal, merit
pay, or teaching excellence awards. The identification of excellence in teaching was
supported by development programs that linked to recognition and reward systems
(Loumos-Kennedy, 1996). Wallin (2003) related that the presidents in her survey
indicated that faculty development should be linked to faculty evaluations, as faculty
should be accountable for teaching and use of institutional resources.
Faculty should be encouraged to develop and rewarded for teaching excellence.
In the interviews, CAOs frequently spoke about the faculty evaluation process as a policy
and procedure that encouraged the professional development and growth of faculty
through goal setting and evaluation of goal achievement. As a part of the evaluation
process, most participants noted that faculty members were required to prepare a
portfolio at the end of the year that documented the activities and goals faculty completed
to develop themselves professionally throughout the past year. In addition, one
participant related that faculty at her institution must attend a minimum of five hours of
professional development a year. CAO Dodd suggested that a minimum number of
contact hours should be required and tied to faculty evaluations and promotions, ''If we
had the luxury o f presenting a good, thorough program, there would be mandates
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attached to it. I t ’s there. Your have to use it. You have to take advantage o f it." Three
participants presented their institutions’ teaching excellence award as a form of
evaluation and recognition o f faculty. In conclusion, the community colleges are to be
commended fo r connecting the faculty evaluation process to professional development.
Dividends and Returns on Investment in the Human Infrastructure
Policies
The availability o f policies, that support professional development, reinforced the
importance of professional development and helped to assure a return on the investment
in the human infrastructure. A review of interview transcripts and documentation found
that community colleges and the LCTC System had various policies in place related to
the ongoing professional development and improvement in quality and effectiveness of
faculty. Several participants noted that a broad policy or statement concerning
professional development could be found in institutional faculty handbooks. These policy
statements did not assure a return on investment, but produced a level of expectancy for
professional development at the institution. Participants often cited the sabbatical and
educational leave policies of the LCTCS as beneficial to the faculty, staff, and ultimately
the institution. Institutional policies that strengthened faculty knowledge and ability were
demonstrated primarily through the faculty evaluation system and specific professional
development programs and initiatives. In addition, two institutions had college-level
policies for partial tuition payment for graduate-level courses. Three CAOs indicated that
they had policies for the selection of Excellence in Teaching awards and one institution
awarded the winner an endowed professorship that had a monetary reward of $5000.
CAO Craig related College C had policies that required training of faculty on compressed
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video or web-based mediums prior to teaching electronic courses. Grants had provided
stipends or release time for development of electronic courses at several community
colleges. It may be concluded that policies present at the seven LCTCS community
colleges helped to provide beneficial rewards and recognition to the institution, faculty,
and students.
Benefits and Rewards
A review of literature and findings of this study indicated that the benefits of a
professional development program were many. Benefits may be tangible or intangible.
London (1995) presented that training and development in higher education are important
and beneficial to job security, enhancement of morale, improvement of productivity,
ensuring faculty understanding of institutional objectives, and to develop the skills
needed for the future (p. 180). A benefit of a comprehensive professional development
program was it strengthens the human infrastructure of the community college to meet
the demands and needs o f the institution, faculty, and ultimately, the students.
The literature and CAOs supported that the availability of professional
development led to more vital, energized, and satisfied faculty. Faculty and institutional
vitality were connected and interactive leading to fulfillment of the institutional mission
and goals (Clark and Corcoran, 1989; Bergquist and Phillips, 1977). Sydow (1993)
supported the link between the institution and individual vitality. CAOs in this study
expressed the benefits of professional development as retention of faculty members,
orientation, and acculturation to the community college setting, improvement of teaching
skills, increased depth and breadth of knowledge in an academic discipline, increased or
sustained satisfaction and motivation, preparation for leadership positions, or faculty with
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the tools to implement a new college initiative. Fugate and Amey (2000) supported that
professional development of faculty may be a faculty retention tool. Benefits of
professional development also included improved institutional vitality as described by
Loumos-Kennedy (1996) as those activities that enabled individuals or institutions to
survive, grow, or develop physically or intellectually with energy and vigor. If
administrators provided the tools, support, and expectation, faculty will be able to deliver
quality instruction that results in effective student outcomes (Nwagwu, 1998).
With many professional development opportunities available at College C and the
existence of a comprehensively structured faculty evaluation program, Ms. Crockett
reported many benefits of the programs. She related that faculty members at College C
believed that the seminars and conversations on teaching and learning actually
“transformed” their teaching. Ms. Crockett related how a graduate-level course has
generated benefits and rewards for her institution and faculty.
But, the result was not only this whole, all the things you get from a
course like that, but all o f a sudden people realized that what they
thought was not possible in terms o f teaching a full-time load and
working on their masters or doctorate was possible, because it didn ’t kill
them. It was actually kind offun and energizing fo r us to meet once a
week.
CAO Ewing explained the benefits of professional development simply, ''Professional
development, to me, it is what says to the employee, you ’re valuable. The institution
believes you ’re valuable. ”
Conclusions
Murray (1999) listed the components of an effective faculty development
programs as one that includes: (1) institutional support, which encourages faculty
development, (2) formalized and structured program and activities, (3) connection of
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faculty development to the faculty reward or evaluation and promotion structure, (4)
faculty ownership, (5) colleague support for investment in teaching or peer mentoring,
and (6) belief that good teaching is valued by administrators. Similar to Murray, Watts
and Hammons (2002) described the growth of professional development programs in
community colleges over the past thirty years as now varying from “fledgling programs
to programs that are comprehensive” (p. 7). The exemplary programs that they
highlighted are characterized as: (1) institutionalized, (2) comprehensive, providing
human resource needs o f personnel from hire to retire, (3) staffed by full-time program
administrator and staff, (4) responsive to new issues, (5) have commitment of president,
and (6) mature programs, that have evolved over time and achieved “legitimacy” (p.8).
Watts and Hammons (2002) further explained,
. . . most of today’s programs are not as comprehensive and have not moved
through all o f the aforementioned stages. Most programs in this category tend to
be administered by a committee or a faculty member with part-time responsibility
for faculty and staff development. Because these programs seldom have full-time
staff, they are less likely to be as responsive to new institutional needs and
challenges as the mature programs (pp. 7-8).
Wallin (2003) emphasized the need for a demonstrable commitment to professional
development to assure high quality instruction and success of the institution.
Community and technical colleges are teaching institutions. Nothing is more
important to the success of the institution and its students than well-prepared,
high-performing, intrinsically motivated faculty. A commitment to ongoing, wellfunded, participatory faculty professional development will assure the
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continuation of the excellence in teaching that is the hallmark of the community
college (p. 331).
Using the components identified by Murray (1999) as an evaluation tool, only one
community college in the LCTCS demonstrated all components of an effective faculty
development program. This was the institution with a structured and institutionalized
professional development program for faculty and staff. Six institutions in this study
demonstrated three o f six components: institutional support, connection to faculty reward
system, and the belief that good teaching is valued by administrators. These institutions
did not demonstrate that they had formalized and structured program and activities,
faculty ownership, and colleague support for investment in teaching or peer mentoring.
These findings were similar to those found in a national study of faculty development in
community colleges by Murray (1999). Using the criteria of Watts and Hammons (2002),
the six institutions would fall even shorter from being considered exemplary. The six
community colleges have not institutionalized the professional development function.
The reason for lack of structure and institutionalization of professional development may
be attributed to the competing priorities for funds, personnel, time, and resources in the
four emerging community colleges. The two other established community colleges also
stated lack of resources or emphasis for professional development.
The LCTC System bridges the gap in professional development activities by
providing a system-wide conference day, the Leadership Development Institute, wellknown speakers, task force committees, and initiatives that aid in developing faculty and
staff to prepare for the needs of the community colleges, faculty and staff, and, most
importantly, its students. With the only institutionalized professional development
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program, College C offered to share their expertise in professional development,
Blackboard training, classroom management, and other areas to support the professional
development movement in the LCTC System. Charles Crandon verbalized his dreams.
So, you ’re sharing your ideas. You learn some things. You teach some
things. Things like that. So, we just want to work with the state and with
other institutions. I ’d love to collaborate more with my peers at the other
community colleges in Louisiana because I know some good things are
happening and i t ’s always good when you have a network o f people that
can support each other.
With the limited resources identified in this study, collaboration among community
colleges is a potential solution. The collaboration and sharing among the community
colleges in the LCTCS can lead to more structured programs and activities being offered
to the faculty and professional staff throughout the system. The knowledge and expertise
of one institution can help to strengthen professional development at other institutions,
particularly the emerging community colleges.
The needs of the seven institutions are similar yet very different. Updates and
training on electronic technology is ongoing. The institutions with established programs
may share their knowledge, expertise, and best practices with the institutions beginning to
develop their e-leaming courses. The emerging community colleges are experiencing
rapid growth and are hiring many new faculty. The emerging community colleges have
need for faculty training on teaching methodology, pedagogy, classroom management,
learning styles, and assessment. The established community colleges may have more
concerns for offering activities that would renew and revitalize the mid-career faculty
member. Consortia or regional meetings could be developed to provide professional
development and training to meet the needs of community colleges in the LCTC System.
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Professional development takes commitment and support from the administrative
level. It takes a champion. For a professional development program to be successful, it
takes designating a person to coordinate the institutional efforts, funding the activities,
involving faculty in planning, and providing administrative support. CAO Allen shared
her feelings concerning the importance and value of professional development,
comparing it to the growth of a plant.
It [professional development] tends to fa ll by the wayside easily. And,
people do n ’t value it in the way that they should. Much think it is just
education. I t ’s education o f us. And, I think that i f we are going to be
high quality, top notch, cutting edge, that we have to have that
information and we have to share that information. And, we have to
foster it. We have to nurture it, and water, and fertilize it, just like
anything else. I think that professional development really is part o f
nurturing our own environment.
Smith (1989) compared professional development to the function of the heart, “Staff
development today can be viewed as the ‘heart’ of the community college body. It is the
organ that pumps life-giving blood and new vitality into individuals and programs that
make up this institution of higher learning” (p. 177). However, I contend that professional
development is to faculty as the internal steel girders are to a tall building. The faculty is
part of the foundation and infrastructure of the institution. The capabilities and success of
the community college are dependent upon the collective strength, knowledge,
experience, skills, and abilities of the faculty and professional staff. The faculty, staff,
and administrators in the community college require professional development activities
to motivate continual growth, development, and renewal of the individual and the
institution as their roles and responsibilities continue to change and expand. Professional
development is a component used to build and maintain the human capital of the
community college. Professional development programs must provide learning
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opportunities that support and build teaching excellence, technological skills, and
leadership abilities to strengthen the human infrastructure of the institution by preparing
employees to meet ever-changing job requirements. Structured and goal-oriented learning
opportunities for community college professional personnel are needed to ensure ongoing
growth and development, meet the institutional and system missions and goals, and to
insure institutional vitality and effectiveness.
Recommendations
Practical Application Recommendations
The following recommendations for practical application have emanated from this
study. The recommendations for practical applications are offered such that they may be
considered by community college administrators or community college systems to aid in
the development o f a quality professional development program to improve the
effectiveness and success of the institution.
1. Professional development programs in community colleges should be structured,
comprehensive, related to individual and organizational mission, goals and strategic
plans, and evaluated for effectiveness.
2. Professional development programs should be part of the institutional operational
budget as a line item, as well as seek additional available sources of funding.
3. Professional development programs and activities should be developed based on the
plans, goals, and needs of the faculty, institution, or system.
4. Professional development programs should support and encourage career
development o f faculty and administrators
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5. Professional development programs should be connected to the faculty evaluation and
promotion/reward system.
6. The primary responsibility for developing, coordinating, marketing, implementing,
managing, and evaluating professional development programs should be assigned to
an individual with support and guidance from administration and faculty committees.
7. Professional development should be centralized in a teaching and learning center,
which supports the ongoing education and development of faculty.
8. Institutions, especially new, emerging community colleges, should have sufficient
financial support for travel and professional development to encourage participation
and development of faculty.
9. Community college systems should consider establishing a centralized professional
development office and regional professional development consortia for the
institutions within the system.
10. Faculty should be afforded sufficient time to participate in programs, activities,
meetings, and conferences offered.
Recommendations fo r Areas o f Further Study
The recommendations for further research are for those interested in researching and
studying the subject of professional development in community colleges.
1. Assessment of effectiveness of professional development programs in community
colleges.
2. Assessment of impact o f professional development programs and activities on
improvement of teaching and learning in community colleges.
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3. Investigation o f financial support for professional development programs in
community colleges.
4. Study of impact of leadership development training on career advancement.
5. Study of exemplary professional development programs in community colleges.
6. Assessment on the impact of professional development program as related to
successful implementation of change initiatives.
7. Study o f the satisfaction of faculty and professional academic staff with the support
for and availability of professional development activities and programs.
8. Study of the needs of faculty and professional academic staff for professional
development activities and programs
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Cover Letter to LCTCS Chief Academic Officers and Questionnaire
Date
Address
Dear Chief Academic Officer:
Thank you for taking the time to complete this short survey regarding current
professional development practices in the Louisiana Community and Technical College
System community colleges. This study is a part of my dissertation research at the
University of Nebraska-Lincoln. The survey will take approximately 3 minutes to
complete. Your individual responses will be kept confidential. Your participation is
voluntary. Your decision whether or not to participate in the survey will not adversely
affect your relationship with the investigator, the University o f Nebraska, or other
participating agents. Data from this study will be stored on disk and hard copy for three
years in a locked file cabinet. Results of the study will be provided to the Louisiana
Community and Technical College System staff.
I will also be contacting you to arrange for an interview. I am looking forward to
meeting with you about your professional development activities. Your assistance in this
project and endeavor is greatly appreciated. Thank you!
If you have any questions concerning this survey, you may call me at work at 318-7412713 or my advisor. Dr. Barbara LaCost at 402-472-0988. Upon completing the survey,
please return it in the enclosed self-addressed and stamped envelope.

Barbara Jones, Chair
Bossier Parish Community College
Allied Health Division
2719 Airline Drive
Bossier City, LA 71111
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Professional Development Practices Questionnaire of
LCTCS Community College Chief Academic Officer
Professional development, for the purposes o f this study, is defined as the developm ent o f professional,
personal and institutional knowledge and skills o f all professional personnel in community colleges to include

1. Professional D evelopm ent Practices: P lea se an sw er th e following questions
about professional development practices offered at your Community College by
placing a check in the appropriate box.
1. Provide financial support for attending professional conferences.

Yes

No

2. Require attendance at workshops and in-services.
3. Bring experts to campus to present workshops and require attendance.
4.

Waive tuition at “home” institution for full-time employees.

5.

Sponsor workshops presented by own campus faculty.

6.

Grant release time to work on projects for improvement of teaching.

7.

Grant sabbatical leave:
Only to full-time faculty members.
To full-time faculty members and administrators.
To full-time faculty members, administrators, and staff members.

8.

Award mini-grants for improvement of teaching.

9.

Fully or partially reimburse tuition for full-time faculty members and
administrators for courses taken at other colleges and universities.
10. Provide a resource and training center for teaching improvement and
effectiveness.
11. Provide a formal peer mentoring program
For new faculty members.
For new administrators or future administrators

12. Provide a comprehensive orientation program for new faculty to include but
not limited to campus policies, classroom management, instructional
technology techniques, computer skills verification, vision/mission of college,
etc..
13. Offer faculty members opportunities to work in related industries or businesses
during normal working hours
14. Offer faculty members exchange opportunities with faculty members at other
colleges and universities.
15. Offer incentives (i.e., paid travel expenses, release time, mini-grants) to
present papers at conferences or to publish.
16. Provide training in instructional technology and verification of competence with
media.
17. Provide regular continuing education and support for instructional technology
at all learning levels.
18. Provide instructional design support, review, evaluation and approval of online
courses prior to implementation.
19. Involve professional personnel in determining professional development
programs.
20. Provide a systematic method of recording all professional development
activities (i.e., transcript, computer printout, etc.) for college employees.
21. Support the college vision, mission, and goals through professional
development and training.
Permission received to use a modified version of a survey by John P. Murray, Ph.D. from
Murray, J. (2001). Faculty developm ent in publicly supported 2 -y ea r colleges. Community College Journal of
Research and Practice, 25, 487-502.
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Appendix D
Interview Questions
PROFESSIONAL DEVELOPMENT IN LCTCS COMMUNITY COLLEGES
Interview Questions for Chief Academic Officers or Other Knowledgeable staff.

1. Provide a brief description of your community college.

2. Describe the professional development program and/or policies at your community
college and the institutional support provided for these programs. What components
do you think are important to be included in a professional development program in
the community college?

3. Describe the responsibilities of individual or group for professional development
programming at your institution? How much time does this person spend in planning,
developing, and implementing programs? How are the programs evaluated?

4. How does your community college mission, goals, and strategic plans impact
professional development?
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5. Describe the professional development activities or programs in place to support
teaching and learning?

6. Describe your institutions policies, plans, and programs for ongoing skills assessment
and training for instructional tech n ology.

7. Leadership development training and programs are available for new or up-andcoming community college leaders. Describe the methods used at your institution to
identify and develop future leaders?

8. How does your institution implement change within the context of professional
development programs?

9. Share any additional information, thoughts, or comments related to professional
development that would be relevant to this study?
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N am e:
Title:
C ollege:
A ddress:
C ity/State:
Date:
Phone:

Fax:

Em ail:

L ength o f tim e in position;

Education;

E xperience;

T rain in g for position;
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A p p en dix E

Cover Letter to Chief Academic Officer - Purpose of Study
Name
Address
City, State
Dear Dr.:
I am a doctoral candidate at the University of Nebraska-Lincoln and the Allied
Health Division Chair at Bossier Parish Community College in Bossier City, Louisiana.
For my doctoral study, I have proposed interviews of Chief Academic Officers and other
knowledgeable staff in the community colleges of the LCTCS to determine the status of
professional development programs. Another purpose of the study is to determine the
professional development activities in which most LCTCS community colleges are
involved.
Thank you, in advance, for taking the time to complete this short survey regarding
current professional development practices in the Louisiana Community and Technical
College System community colleges. The survey will take approximately 2 minutes to
complete. Your individual responses will be kept confidential. Your participation is
voluntary. Your decision whether or not to participate in the survey will not adversely
affect your relationship with the investigator, the University o f Nebraska, or other
participating agents. Data from this study will be stored on disk and hard copy for three
years in a locked file cabinet.
I will contact you the week of May 12 to arrange for an interview. I plan to
schedule the interviews for the week of May 19. I look forward to meeting with you
concerning your institution’s professional development activities. Your assistance in this
project and endeavor is greatly appreciated. If other employees at your institution have
responsibility for professional development activities, I would appreciate the opportunity
to schedule an interview with them, as well.
If you have any questions concerning this brief survey or the interview, you may
call me at Bossier Parish Community College Allied Health Division at 318-741-2713 or
my advisor. Dr. Barbara LaCost at 402-472-0988. Upon completing the survey, please
return it in the enclosed self-addressed and stamped envelope. Again, thank you for your
willingness to participate in my dissertation study.
Sincerely,

Barbara Jones, MHS
BPCC Allied Health Division Chair
UNL Doctoral candidate
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A p p en d ix F

Letter to Interviewees - Interview Confirmation
May 15, 2003
N am e

Address
City, State
D ear

:

Thank you for allowing me the opportunity to visit with you about the
professional development activities at XXXXX Commimity College. I am looking
forward to learning about your campus, programs, and thought on professional
development. I have enclosed a copy of the interview questionnaire so that you may have
time to reflect on the questions. The interview should take approximately an hour. I will
be using a tape recorder to tape the interview session to assure I record the information
properly. I will bring an informed consent form with me for you to review and sign prior
to the interview. I also would like to request any documents that you think may be helpful
to my understanding o f your institution, policies, and programs such as the college
catalog, faculty handbook, or other documents or reports. The appointment for our
interview is scheduled for 10:00 A on day, month, date, 2003.
Thank you for providing me with the opportunity to leam about your program and
campus. Your data will aid in the preparation of my dissertation for my doctoral program
at the University of Nebraska-Lincoln. If you require any additional information, please
contact me at work at 318-741-2713 or my advisor at UNL, Dr. Barbara LaCost at 402472-0988.
Sincerely,

Barbara R. Jones, Chair
BPCC A llied H ealth D ivision
U N L D octoral student

Enclosure
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Appendix G
Letter to LCTCS President
Dr. Walter Bumphus
President
Louisiana Community and Technical College System
822 Neosho Avenue
Baton Rouge, LA 70802
Dear Dr. Bumphus:
I am writing to request your participation and approval of a multi-site case study
of professional development programs and activities in Louisiana Community and
Technical College System (LCTCS) community colleges. Higher education in the United
States is experiencing tremendous changes and challenges both internally and extemally.
Community colleges, in particular, need to be poised to respond to the current and
impending changes and challenges. To prepare for the future, community colleges must
provide learning and training opportunities for their faculty, staff, and administrators. It
is necessary for community college professionals to continue to leam and gain new
insights for instmctional, personnel, or institutional management. Professional
development opportunities will allow them to respond to the ever-changing social,
economic, technological, and demographic environments of the community of
stakeholders they serve in the community college.
I am a doctoral candidate at the University of Nebraska-Lincoln and the Allied
Health Division Chair at Bossier Parish Community College in Bossier City, Louisiana.
For my doctoral study, I have proposed interviews of Chief Academic Officers and
surveying the faculty, librarians, counselors, and administrators in the community
colleges of the LCTCS. The purpose of the study is to determine the status of
professional development programs in the community colleges of the LCTCS. Another
purpose is to determine the professional development activities in which most community
college faculty and administrators are involved. Results of the survey will be provided to
the Louisiana Community and Technical College System staff.
The survey for professional persormel will be a brief Web-based survey. The
survey will be distributed by means of the community college email addresses. The
survey should take 10-15 minutes to complete. There are no known risks and/or
discomforts associated with this research study. Participation in the survey is voluntary.
The data will be stored on disk in a locked file cabinet for three years. The information
obtained in the study may be published in scholarly journals or presented at scholarly
meetings. Any identifying information will be kept strictly confidential. The online
survey results will be compiled at the University of Nebraska.
In addition to the quantitative survey of professional personnel, qualitative
methodology will also be used in the study. The dissertation proposal proposes that
additional data be collected through individual in-depth interviews and through the
review o f institutional and system documents and reports. Upon your approval,
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interviews concerning institutional professional development programs will be conducted
with the Chief Academic Officers at the seven LCTCS community colleges. In addition,
I would like to request an interview with you. As the President of the LCTCS, you can
provide an overview of the System goals and your own individual perspective on
professional development in community colleges. Interview transcripts will be submitted
to participants for review, verification and comment. All records, interview data, and
audiotapes will be stored and kept in a locked site for three years by the researcher. After
this tim e, m aterials w ill b e destroyed.

Thank you for your thoughtful consideration of approval of my dissertation
research project. The UNL Institutional Review Board requires a letter indicating system
or institutional approval on official letterhead, to include title, signature, and contact
information. Please let me know if individual institutional approval is necessary for this
project, as well. If there are questions, you may contact my advisor at UNL, Dr. Barbara
LaCost (402-472-0988) or me at Bossier Parish Community College, 2719 Airline Drive,
Bossier City, LA 71111; Work Phone: 318-741-2713; Email: biones@bpcc.edu
Sincerely,

Barbara R. Jones, M.H.S.
BPCC Allied Health Division Chair
UNL Doctoral student
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Appendix H
Response from LCTCS President

LOUISIAN A C O M M U N ITY & T E C H N IC A L C O U .E G E SYSTEM
822 N eosho A venue
B aton R ouge, t oulsiurui 7U 802-42!y
Telephone: 225/219-8700
Eacsm iile: 225AI9-S710

N ovem ber 1R, 2002

Officers
Ann H. Knapp
Chair

Kathy Sellers Johnson
f»,v/ i ice Chair

Brcti Meilinglon

Ms. Barbara Jones, M.H.S.
BPCC A llied Health D ivision Chair
1.515 D oclofs Drive
B ossier City, LA 71111

Secomi Vice Chair

Dear Ms, Jones:

Members
('harics Alexander
fi, Edwards Barham
l.eoriaril C.’. Barnes
(libson
( 'liigbu
Dianne M. Christopher
John E„ De.Lansty
Ava Dcjoie Ciuidry
J, Kevin McCotter
Sean Reilly
V. Mike Stone
Nicholas P, Trist, Jr.
Elizabeth Gallegos,
Sludent Member
Gregoiy Harnillon,
Siudeni Member

♦♦♦♦♦

I am ill receipt o f your correspondence dated Septem ber 2 1, 2002 requesting
approval to conduct a m ulti-site case study o f professional developm ent progranss
and activities in tfie cormmmity colleges o f the Lxiuisiana Com m unity and
Technical C ollege System for com pletion o f your doctoral work.
Insofar a.s the Sy.stem has jurisdiction. 1 have no opposition to you conducting
research for your dissertation proposal as outlined in your correspondence.
H ow ever, I encourage you to contact e.ach cornnnuiity co lleg e C E O to ensure them
that the implernerifation o f your proposal w ill not provide any undue hardship on
their cam puses.
Further, you requested to conduct an interview with me. A s a way to e.xpedite thi.s
process I w ould request an outline and.'or question.s regarding wlnit you wish to ask
m e ( if your selected m etiiodology permits) at least tw o w eek s prior to the scheduled
time. In addition, 1 would ask that you schedule this interview as soon as you have
developed your tim eline, so that 1 am able to provide f,he uiunterrupted attention
required to your request.
Plea.se accept ray best w ish es for your su ccess on this project.
Sincerely,

Walter G. Bumphits Ph.D.

/Mrsf-e

S y s te m P r e s iiie n t

ter (i, Biimphii.s, Ph.D.
President
W (jB:am r
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A p p en dix I

Letter to LCTCS Community College Chancellors
Name
Title
Address
City, State
Dear «Chancellor»
I am a doctoral candidate at the University of Nebraska-Lincoln and the Allied
Health Division Chair at Bossier Parish Community College in Bossier City, Louisiana.
For my doctoral study, I have proposed interviews of Chief Academic Officers in the
community colleges o f the LCTCS to determine the status of professional development
programs. Another purpose of the study is to determine the professional development
activities in which most LCTCS community colleges are involved. The dissertation
study includes collection of data through individual in-depth interviews of the Chief
Academic Officers and other knowledgeable staff. The study also includes the review of
institutional and system documents and reports concerning professional development
programs.
I have informed Dr. Walter Bumphus, LCTCS President, of my research. He
requested that I contact each community college CEO concerning the nature of my study.
I will contact the Chief Academic Officers this week to schedule an interview. The
interviews will take approximately one hour. Interview transcripts will he submitted to
participants for review, verification and comment. Any identifying information will be
kept confidential. All records, interview data, and audiotapes will be stored and kept in a
locked site for three years by the researcher. After this time, materials will be destroyed.
The information obtained in the study may be published in scholarly journals or
presented at scholarly meetings.
I appreciate the opportunity to visit your campus and meet with your
administrator concerning professional development programs on your campus. Thank
you, in advance, for your support of my dissertation research project. If there are
questions, you may contact my advisor at UNL, Dr. Barbara LaCost (402-472-0988) or
me at Bossier Parish Community College, 2719 Airline Drive, Bossier City, LA 71111;
Work Phone: 318-741-2713; Email: biones@bpcc.edu
Sincerely,

Barbara R. Jones, M.H.S.
BPCC AUied H ealth D ivision Chair
U N L D octoral candidate
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Appendix J
Informed Consent Form

I UNIVE^^j

Lincoln
D>;PARTMtt'iT O f EDUCAliONAL ADM!NiSIP,AT!OM

I R B # 2 0 0 3 - 0 5 - 3 0 5 EX

IN FO RM ED C O NSFO T FOR-M - IRB
laterview Participant

Identification o f Project
A M ulti-site C ase Study o f Professional D evelopm ent in the Em erging Louisiana
Com m unity and Technical C ollege System Com munity C olleges.

Purpose o f the Research
You are invited to partic-ipate in a research study because you are a leader in the
l..ouisiana C om m unity and Technical C ollege system , The purpose o f this m ulti-site case
study is to investigate current practices, experiences, and b eliefs concerning professional
developm ent in the em erging I./CTCS com m unity college.s. Inform ation is provided in
order to help you m ake an inform ed d ecision about your participation in this research. If
you have any questions, please do not hesitate to a.sk.

Procedures
Participation in this study w ill require approximately one to tw o hours o f your rime. Ait
in-depth interview w ill be conducted at .1 tim e and place selected by you. The interview
w ill be audio taped, with your pem iission, and transcribed. A collection o f archival and
cuixent college publioatioirs w ill also be exam ined concerning p rofessional developm ent
at your institution. A n y additional materials that you w ish to provide w ill also be
review ed.

Risks and/or Discom forts
There are no know n risks and.tor discom forts associated with this resetu'ch study.

Benefits
The benefits to you include the opportunity to explore issues relevant to p rofessional
developm ent opportunities, Y ou m ay consider tltis interview to be an opportunity to
discuss issu es related to profes,sional developm ent in com m unity c o lle g e system s and a
chance to contribute to forward thinking about im plem entation and m aintenance o f
professional developm ent.

Confidentiality
,A.ny inform ation obtained in this study that w ill identify you w ill be kept con fid en tial
O nly the researchers and transcriptionist used to Iranscnbe the m aterial w ill utilize
intei-view' tapes and the transcribed material. Tire data w ill be stored In a lock ed cabinet in
the primary investigator’s hom e office. This data w ill be destroyed three, years after the
Pka.se initial attei' reading

___

■|4l TeacHei's C a lle ge HoH / P.O AnxBSOSSQ

/ Lincoln. N t G8.S66-O.iG0

t/.0 2 f 4 7 2 -3 7 /d

FAX 14021 4.^2-4 3 0 0
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I R B # 2 0 0 3 ' 0 5 ~ 3 0 5 EX

close o f the study. The information obtained in this study m ay b e p ublished in scholarly
journals or presented at scholarly m eetings.
B ecause you arc a leader in tiic Louisiana Cosrmiunity and T e c to ic a l C o lleg e system ,
som e com m ents or references you miike m ay identify you. A ll transcriptions w ill be
submitted to you for review , verification, com m ent and deletion i f you b e lie v e the
information presented w ou ld identify you and you do not w ish to be identified.
Furdiennore, at the end o f this form is a place for you to check i f you do agree to being
identified b y nam e.

Opportunity to Ask Questions
You m ay ask any questions concsrniiig the research before agreeing to participate, during
the study, or after the com pletion o f the study. Please contact m e at 318-741 - 2 7 13
extension or after hours at 318-949-8105, or you may contact m y advisor. Professor
Barbara LaCost at 402-472-098S . I f you have any questions concerning your rights as a
research participant that have n ot been answered by the investigator, p lea se feel ftee to
contact the U niversity o f Nebraska-Lincoln Institutional R eview Board at 402-472-696,5.

Freedom to Withdraw
I f you ch oose to participate in this study, you have the tight to witlidraw from the study at
any tim e without adversely affecting your relationship with the iivvestigators, the
U niversity o f Nebraska, or the i.ouisiana Com m unity and Technical C o lleg e system .
Your d ecision w'ill not result in any loss o f benefits to which you are otherw ise entitled.

Consent, Right to Receive a Copy
You are vokm tarily m aking a decision wdwther or not to partioipata in this research staUy,
Your signature ccsfifies that you have read and understood the inibnmation presented .and
have decided to participate. You w ill be giver, a cop y o f thi.s con sent form.
Thank you,
P lease check here i f you agree to b e audiotaped duririg the iiitervietv.
P lease ch eck here i f you agree to possible idciitification.

(S ig n a tu re o f R esea rch P articip an t)
.Names and Phone numbers o f
Investigators:
Barbara ,R. Jones, M .H .S., Principal investigator
Barbara Y. LaCost, Ph.D. Secondary tovestigafor

(D a te)

3 1 1 -741 -2713
4C 2-472-09S8
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A p p en dix K

Interview Protocol Form
A Study of Professional Development in the
Emerging Louisiana Community College System
PROFESSIONAL DEVELOPMENT IN LCTCS COMMUNITY COLLEGES
INTERVIEW OF CHIEF ACADEMIC OFFICER WITH PROBES
1. Provide a brief description of your community college.
(Probes: average en rollm en t, com m u n ity, cu lture, p rogram types, stu d en t types,
n u m b er fa cu lty an d staff)

2. Describe the professional development program and/or policies at your community
college and the institutional support provided for these programs. What components do
you think are important to be included in a professional development program in the
community college?
(Probes: P rofession al d evelop m en t policies, p rogram s offered , freq u en cy o f
program s, fu n d in g for travel/con feren ces/p rofession al m eetin gs, course release,
grants, in tern sh ip s, m en torin g, tuition w aivers/reim b u rsem en ts, b u d get, leave,
incen tives to p resen t or p u b lish , rew ards for p articip ation , fa cu lty exchange,
teach in g effectiven ess cen ter, new em p loyee orien tation , p eer m en torin g and
evalu ation , sp eak ers for w ork sh op s, etc..)

3. Describe the responsibilities of individual or group for professional development
programming at your institution? How much time does this person spend in planning,
developing, and implementing programs? How are the programs evaluated?
(Probes: fa cu lty in v o lv ed , p rogram s offered, d ocu m en tation record ed , p articipation
en couraged)
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4. How does your community college mission, goals, and strategic plans impact
professional development?
(Probes: list o f g oals, facu lty h an d b ook p olicy, sab b atical leave, L C T C S goals,
b ud get su p p ort, sp ecific w ork sh op s p rovid ed , im p lem en tation o f in n ovative ideas)

5. Describe the professional development activities or programs in place to support
teaching and learning?
(Probes: w o rk sh o p s, con feren ces, in stru ction al tech n ology train in g, peer
evalu ation s, g rad u ate cou rses, new em p loyee orientation in teach in g and learning
areas)

6. Describe your institutions policies, plans, and programs for ongoing skills assessment
and training for instructional technology?
(softw are a p p lication s train in g, skills verification . B lack b oard train in g. W h ite
B oard train in g, on lin e cou rse d evelop m ent, b est practices sem in ars)

7. Leadership development training and programs are available for new or up-andcoming community college leaders. Describe the methods used at your institution to
identify and develop future leaders?
(Probes: L ea d ersh ip C h air A cad em y, m en toring, grad u ate p rogram s, conferences,
sab b atical leave, sp ecial com m ittees or p rojects, etc.)
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8. How does your institution implement change within the context of professional
development programs?
(Probes: w o rk sh o p s in stru ction al tech n ology, teach in g/learn in g, learn in g styles,
stu d en t reten tion , m ark etin g institu tion , changes in lead ersh ip , strategic planning,
or com m ittee w ork )

9. Share any additional information, thoughts, or comments related to professional
development that would be relevant to this study?

Name:
Title
College:
Address:
City/State:
Date:
Phone:

Fax:

Email:

Length o f time in position:

Education:

Experience:

Training for position:
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Appendix L
Cover letter and Member Check form
Name
Title
Address
City, State
RE: Dissertation research concerning professional development
in the emerging LCTCS Community Colleges
Dear D r.:
It has been several months since I visited with you concerning professional development
programs and activities on your campus as a part of my dissertation research. During the
intervening months, I have completed my doctoral course work and accepted a new
position at Louisiana Delta Community College in Monroe. As you know, the beginning
of the academic year is extremely hectic, especially in a new institution. However, I have
been able to make gradual yet steady progress on my dissertation research.
I have completed the transcriptions of the interviews. As much as possible, the
interviews were transcribed, verbatim. Please remember that any identifying information
will he kept confidential. The transcript of your interview is attached for your review,
verification and comment. Please review the transcript of your interview and make
suggestions for clarification, only. If you have suggestions for clarification, attach them
to this form, sign and date the form, and return it to me in the enclosed envelope. The
signed and dated form is a document that will be used to confirm to an independent
reviewer of my research project that you were provided the opportunity to review and
comment on the transcript of your interview.
I f there are questions, you may contact my advisor at UNL, Dr. Barbara LaCost (402472-0988) or me at Louisiana Delta Community College, 1201 Bayou Drive, Monroe, LA
71203; Work Phone: 318-342-3721; Email: bjones(d),ladelta. cc. la. us. Thank you, again,
fo r your assistance in my dissertation research.
Sincerely,

Barbara R. Jones, M.H.S.
LDCC Dean of Arts and Sciences
UNL Doctoral candidate
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A Study of Professional Development in the Emerging
Louisiana Community College System

Confirmation of Participant Opportunity to Review and Comment
On the Transcripts of Interview

You have an opportunity to review the transcript of your interview and make
suggestions for clarification. A transcript of the interview is attached. Please review
this transcript as soon as possible. If you have suggestions for clarification, attach
them to this form, sign and date it and return it to the researcher. Your suggestions
will be considered for inclusion in the research project. The signed and dated form
will document to an independent reviewer of the research project that you were
provided the opportunity to review and comment on transcripts of your interview.

Confirmation (Please check, sign and date. Thank you.)
I w as p rovid ed th e op p ortu n ity to review and com m en t on tran scrip ts o f m y
interview .
C om m en ts are attached
I ch oose n o t to com m en t

P a rticip an t (S ign atu re)

D ate
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Appendix M
Professional Development Documentation
LCTCS
Leadership Development Institute: An LCTCS Program - 2002 brochure
Website information: www.lctcs.state.la.us - print-outs
LCTC System Notes, October/November 2002 - newsletter
“Community College Pathway to Teaching Model” October 30, 2002 - packet
Developmental Education Forum, November 1, 2002 - packet
LCTCS Board o f Supervisors Monthly meeting Minutes, August 13, 2003
Enabling legislation for creation of LCTCS - regular session 1997
LCTCS “e-News” - 6/24/03, 7/1, 7/2, 7/7, 7/14, 7/16, 7/23, 7/28, 7/29, 8/19, 10/2
LCTCS Convocation Information
“The Weekend Memo” from Dr. Bumpbus, 9/26/03
Baton Rouge Community College
BRCC Library workshops
Excerpt from BRCC Faculty Handbook on Professional Development (p. 43)
Excerpt from BRCC Catalog - College Profile (pp. 6-7)
Litolff, E. (n.d.). The history of Baton Rouge Community College, (research paper)
Sample of spreadsheet documenting professional development
Draft of LCTCS leave policy
Bossier Parish Community College
Copy of VCAA folder documenting professional development activities at BPCC
E-mail about ACT grant funds for online training programs
BPCC website information - www.bpcc.edu - history of the College
Academic Update, October 19, 2001, Historical Perspective #2
Educational Technology 2002-2003 Summary of activities
BPCC Fall 2003 Schedule of Classes
BPCC 2002-2003 Catalog
Delgado Community College
Delgado 2002-2003 Catalog
UNO Graduate Programs in Educational Administration-brochure
Faculty Evaluation and Performance Review for Improvement in Instruction: New
Faculty- Year III: Focus on Discipline/Content
“Preparing for the Future: Delgado Community College Strategic Plan: 2003-2006”
Professional Development Practices Questionnaire of LCTCS Community College
Chief Academic Officers - list of documentation to support questions 1-21
Professional Leave and Travel Authorization and reimbursement policies and
procedures
Faculty Evaluation and Improvement of Instruction Manual - Portfolio IV
Spring 2003 Convocation - “Focus on Planning and Accountability” - agenda
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•
•
•
•
•
•

•

Spring 2003 Convocation - “Focus on Planning and Accountability” - agenda
Presenter grant announcement
Policy and Procedures for Professional Development Presenter Grants
Tuition Exemption/Reduction Policy for Full-time employees policies and procedures
Sabbatical Leave Policy
Mini-Grants Policy and Procedures
Request for Third Party Billing for Partial Tuition reimbursement for graduate class
Schedule of Professional Development Opportunities and Blackboard Training
Events, Fall 2002
Faculty Mentoring 2002-2003 Schedule of programs
Professional Development Committee meeting minutes, February 21, 2002
Schedule of Professional Development Opportunities and Blackboard Events, Spring
2003
Delgado Community College “Right to the Point” Fact brochure

Elaine P. Nunez Community College
• Nunez Community College 2002-2003 catalog
• “A Brief History o f Elaine P. Nunez Community College” by Curtis Manning (2001)
Research paper
Louisiana Delta Community College
• Louisiana Delta Community College Faculty Handbook 2002-2003
• LCTCS Faculty Evaluation and Planning Form
• LCTCS Professional/Administrative Evaluation and Plaiming Form for unclassified
employees
• Classroom observation form
• Map of service area
River Parish Community College
• RPCC Information brochure
• RPCC Learning Resource Services Brochure
• RPCC 2002-2003 Catalog
• Faculty Employment information
• River Parishes Community College Mater Plan, 2001-2002 (includes history)
South Louisiana Community College
• SLCC 2002-2003 Catalog
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Appendix N
Coding Guide
Professional Development in LCTCS Community Colleges

B I-Barriers to In volvem en t/availab ility o f PD

BR - Benefits/rewards
CO - Coordination of PD
EV - Evaluation o f PD
FA - Focus/activities
FS - Funding/support
PD - professional development
PE - Perceptions
SP - Strategic Plans
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Coded Word and Phrase Lists
BARRIERS TO INVOLVEMENT (BI)
Budget
Funding/money/resources/means
Time
Personnel/people
Opportunities
Problems/demands
Software/Blackboard/Computers/Access/Online courses
Bureaucracy/state regulations
Needs
BENEFITS/REWARDS (BR)
Career development/leadership development or opportunities (33)
Pay/promotion/faculty evaluation/incentive/award (14)
More effective/increased value/improved knowledge or teaching ability (12)
Share information/spread throughout college (11)
Share programs/resources with smaller colleges (8)
Partnerships/common goals/collaboration (8)
Keep happy/more positive/appreciation/decreased turnover/more stable (7)
Reward/fund presenters/free training (6)
Release time/Sabbatical (6)
Training/growth/development opportunities (5)
Mandatory activities (5)
Energize/motivate people (5)
Graduate credit (5)
Projects performed (5)
Increased value to institution (3)
Networking (2)
Phrases such as “high caliber people,” “top-notch program,” “staying on top of things,’
“cutting edge.”
COORDINATION (CO)
Person/group with anv responsibilities for professional development:
Faculty/staff Committees
Faculty members (individual presentations)
Vice Chancellor for Academic Affairs
Deans
Faculty Senate
Human Resources
Faculty/staff development director
Director of Electronic Learning
Director of Library and Learning Resources
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Director of Center for Teaching and Technology
Director of Institutional Effectiveness
Blackboard Coordinator
Executive Assistant to Chancellor
LCTCS Perkins staff
LCTCS President (LDI)
Leadership team
D o not h ave d ed icated p erson for p rofession al d evelop m en t

Duties described:
Evaluation
Feedback on programs/workshops
Arrange/plan/coordinate/organize/deliver programs, workshops, conferences, courses
Faculty evaluation system
Assisting faculty in course development
Programming
Blackboard training
Selection of presenter grants, mini-grants, and Teaching Excellence recipients
Selecting speakers
Gathering ideas/assessing needs/determining areas of interest
Operate training labs
Act as consultant
Faculty orientation
Technical training- compressed video, Tegrity, Blackboard, software, etc.
Provide one-on-one teaching/training
EVALUATION OF PROFESSIONAL DEVELOPMENT (EV)
Person Responsible:
Executive Assistant (LCI-LCTCS)
Perkins staff (LCTCS)
Professional Development committee
Director
Presenter
What evaluated:
Faculty (classroom/student, formative and summative)
Faculty portfolios
Faculty-peer evaluations/observations
Faculty evaluation/tenure review/promotion
Professional development programs
- Leadership Development Institute
- Perkins programs
Convocations/workshops/presentations/training
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How results used:
“tweak” or change programs/workshops for next year
review feedback for improvement
log or documentation of programs offered
build on strengths identified
gain ideas for future programs
cause faculty to reflect on teaching abilities, achievement of goals, etc.
identified for im p rovem en t o f teach in g and learning

FOCUS/ACTIVITIES (FA)
Areas o f Focus:
Blackboard (36)
Electronic learning/technology in the classroom (34)
Teaching and learning/pedagogy (28)
Student recruitment and retention/Noel-Levitz/Tinto (16)
Teaming styles/Flemming/Dunn and Dunn (11)
Software training (11)
Teaching modules/compressed video (10)
Developmental education (10)
Leadership development (10)
Academic advising (6)
Center for Advancement of Teaching and Technology (6)
SACS training (6)
Teaming college concept (5)
Program review (4)
Classroom management (3)
General education (3)
Grant writing (3)
Body language (2)
Budget planning (2)
John Roueche (2)
Teaching styles/philosophy (2)
Strategic planning (2)
Grading policies/assessment/Cross and Angelo (2)
Kay McClenney
Community college mission/vision
Activities:
Faculty mentoring (28)
Speakers(22)
Convocations (20)
Conferences (20)
Graduate level work (19)
Workshops (17)
N IS0D(17)
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LCTCS Leadership Development Institute (11)
Faculty orientation (10)
Best practices (9)
Professional seminars/conventions (8)
Course in college teaching, credit courses (6)
Faculty observers (5)
Portfolios (5)
M ini-grants (4)

Presenter grants (4)
Break-out sessions (4)
Research (3)
On the job training (3)
Chair Academy (2)
Faculty evaluations (2)
Sabbatical leave (2)
Online programs
Local training opportunities
Roundtables
Presentations
State, regional, or national meetings and conferences: CLCU; Noel-Levitz; Community
College Humanities Association; Technology, Reading and Learning Disabilities
Association, Conference of Louisiana Colleges and Universities, NASPA, AAWCC
FUNDING/SUPPORT (FS)
Funding Sources:
Carl Perkins funds
Operational budget o f department/division
Specific budget line item for professional development
Academic enhancement funds
Student technology fees
Set aside monies
Grants (LCTCS, BOR, Federal)
Institutional Foundation
“Scholarship”
Shared programs/resources/collaborations/partnerships
Funding is designated for professional development for:
Conferences, seminars, learned societies
Convocations
Travel
Salary
Speakers
Mini-grants
Presenter grants
Director of Professional development/Director of Center for Teaching and Technology
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Teaching materials/supplies/electronic equipment
Release time/Sabbatical leave
Graduate courses/Half-tuition/tuition waiver/stipends
Books/supplies for professional development courses
Leadership development
Discipline-specific conferences
State meetings/committees/ initiatives
Teaching Excellence Awards/NISOD
Funding challenges:
No budget to support professional development
Pooling travel money from all departments to bring in consultant
Need more staff support of e-leaming/Blackboard
Rapid growth o f e-leaming technology and student demand
Budget tight/no frivolous spending
Growth in enrollment and faculty at institutions
Expense of technology (People soft, Blackboard, Tegrity, compressed video equipment,
line charges, technical support, training support, equipment)
Economy o f scale - large to small institutions
Tvpes of Support:
Moral
Policies (sabbatical leave, educational leave)
Attendance at discipline-specific programs
People to help faculty (i.e.. Blackboard Coordinator, media specialist, trainers, etc.)

PROFESSIONAL DEVELOPMENT (PD)
unstructured professional development
hit or miss
no description
need to “beef up”
not a formalized thing
no structure
ad hoc offerings
when someone is available
not programmatic
no plan for professional development
not a specific professional development policy
Value:
Critically important
Valued by the group
Individuals are part of the learning body
We are all a part of the learning community
Different pieces that include: personal development, program development, professional
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development and leadership development, faculty development
Keeping ourselves up-to-date and current
Part of daily activities
Part of ongoing responsibilities
Faculty handbook, faculty policies
Professional development of us all
P E R C E PT IO N S (PE )

Commitment
Quality
Help/Take care of/Walk through/Serve/ (13)
Participate (11)
Encourage/foster (11)
Opportunities/Take advantage of professional development (9)
Provide/meet needs/support/build (8)
Improve/Improvement/Effectiveness/train/leam (6)
Unstmctured/informal professional development programs (5)
Most important/Meet needs/ Value (4)
Expect/Challenge (4)
Happy (3)
Growtb/develop/enbance (3)
Create culture (2)
Other phrases/perceptions about professional development: “wonderful experience,”
“priceless,” “dynamite,” “cracker-jack leaders,” “staff morale is five-star,” “no one likes
to go”
STRATEGIC PLANNING (SP)
Goals/Objectives/Unit goals (18)
Current technology plans, equipment, training (16)
Strategic goals (15)
Grow professionally/lifelong learning/quality of faculty (13)
Strategic plans/Plans/Planning and assessment (12)
Learning outcomes/Master syllabi/General education measures (12)
Vision/Focus/Future (8)
Improvement of instruction/teaching excellence/effectiveness of educational programs (6)
Mission/Mission statement (6)
Upgrading faculty skills/remain current in field/best practices (7)
Academic change initiatives (7)
Values/Core values (3)
Needs (3)
Teacher education redesign (3)
Budget planning (2)
Key performance indicators (2)
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Appendix P
Major Themes and Sub-themes Data Diagram

Professional Development In LCTCS Community Colleges
Major Themes and Sub-themes
Data Diagram
P rofessional D evelopm ent
and th e Human Infrastructure
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Appendix Q
External Audit Attestation
B xtei'nal A u d it A ltesiBlioti
B y K a y e L. P e e ty , Ph. D.
B a rb a ra Jo n e s re q u e ste d th at 1 co m p le te an ed ttcatio n al a u d it on h e r q u a lita tiv e di.ssertation
t‘ntii;lecl, “^A S tu d y o f C h ie f A c ad e m ic O ffic e r P e rc e p tio n s o f P ro fe ssio n a l D e v e lo p m e n t in th e
E m e rg in g l.o u isia n a C o m m u n ity and T ec h n ic a l C o lle g e S y ste m .” 'The p u rp o se o f the a u d it w as to
d e te rn tin e th e d e g ree to w h ic h th e lefailts o f h e r stu d y are tn istw o rth v . T h e a u d it w a s c o n d u c te d In
M arch o f 2004.
Ilu b e rm a n a n d M ile s (in D e n ziu and L in co ln , 1994) note th a t au d its '‘se e m to h a v e decidc^dly
salutary e ffe c ts, n o tab ly the e n co u ra g em e n t o f sy sten ratic re c o rd k e e p in g a n d re fle .\iv ity ” (p. 439),
A lth o u g h sy ste m atic re c o rd k e e p in g re q u ire s a d d itio n al tim e a n d en erg y b y the reseaix'lun-, the
m e th o d o lo g ic al p ro c e ss its e lf as w ell as the re su ltin g “ a u d it IraiT* se rv e to su p p o rt th e c re d ib ih fy o f the
research p ro c e ss a n d findings.
L in c o ln a n d G u b a (1 9 8 5 ) define the a u d it proce-ss a s a n e x a m in a tio n o f b o th the p r o c e s s and
p r o d u c t o f the irjquir y. E x a m in in g the p ro c e ss is d e sig n ed to e n su re th a t th e in fo rm a n ts are fairly
re p re se n te d in th e re c o rd e d a cc o u n ts; e x am in in g the final p ro d u c t is d e sig n e d to e n su re th e accairacy o f
the findings as su p p o rte d by d ata.
T o e x a m in e b o th th e re sc a ic b p ro c e ss and th e p ro d u c t, .1 c o m p le te d the fo llo w in g ste p s in
re v ie w in g m ate ria ls for th e aud it:
1.) R e v ie w e d and e x a m in e d the re c o rd in g s a n d tran sc rip tio n s o f participaxtt intei'view s.
T en p a rtic ip a n ts w ere in te rv ie w e d fo r this study. AH re c o rd in g s w ere tra n s c rib e d v e rb atim .
T h e re w ere ten rn in i-d isk s, 1 liste n e d to p o rtio n s o f all disk s.
F in d iu p.s: A s I re v ie w e d th e re co rd e d in terv iew s, I c h ec k ed for ad d ed , orn itled , or in co rre ct
w o rd s, a n d in v erted w o rd in g s. T ra n sc rip tio n errtirs w e r e n e g lig ib le ; there were, no e rro rs that
affe c te d or a lte re d the m ea n in g o f d a ta . T h ere fo re , th e effect o f tn iiiscription e rro rs o n data
a n a ly sis a n d fin d in g s is d e em ed to be no n -ex isten t.
2.) R e v ie w e d riotebooks
c>
o
o
o
o
o
o
o
o
o
o

th at c o n ta in ed the fo llo w in g ty p e s o f in fo m jatio ti:
D iss e rta tio n D raft
IR B A pproval
P a rtic ip a n t D errtographic In fo rm atio n
IrLSiituiion D e m o g ra p h ic s
P ro fc ssio u a l D e v e lo p m e n t D ocum ent: l i s t
C o rre sp o n d e n c e atid Re;fiectioi;4S
S ig n e d C o tisen t F orm s
'Ten In terv iew P ro to c o ls a n d T ran scrip ts
I.e tte rs a n d M e m b er C h eck F o rm s
Research<?r’s 01:)servation N otes
C o d in g K e y , T h e m e s and Sub-T.he:nie D ia g ra m s

Findiruys: T h e n o te b o o k s in clu d e d re q u ire d iniforrnation m i d re le a se fo rm s from, e a c h p a rtic ip a n t.
3.) C h e c k e d perm .tssion fonrss from p a rticip a n ts.
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Permission forms were approved by the Institiuional Review Board and were to be completed by
all paiticipants; provision was made to ensure confidentiality o f identity through the use o f
pseudonyms.
I checked the forms included in the participant notebooks to ascertain whether each participant: had
signed a consent form.
Ir'indinits'. Each participant signed a penni.s.sion form,
4.) Examined 10 coded transcripts and coding notebook supporting major coding themes and subthemes.
I reviewed coded transcripts and coding notebook to check for accuracy o f data identification.
Findings: The data supported identified themes.
5.) Read and exam ined dissertation draft provided by Barbara.
'fhe final draft m anuscript totaled 219 pages wdth provision for appendices.
1 read the final dra;rt in it’s entirety, directing my attention to B arbara’s adherence to the purpose
of the study and research questions as outlined; design o f the study including data collection and
sampling; the researcher’s role in the study; data analysis procedures; verification strategies; and
use o f theory and literature. I paid particular atteiition to determinmg whether the rmdings were
supported by the data.
Findings: Theory and literature were import:a,nt to understanding the data in this study. Barbara
used literature on various aspects o f professional development program s, including: need for
professional development, faculty development, organizational and leadership development,
administrative responsibility and components, iti interpretation o f data. In keeping with
qualitative inquiry, she used ample description and direct quotations to report data, explain
findings, and support her resulting findings.
6.) Revisited prim ary que.stions o flh e aud,it and completed final review o f the dissertation draft.
The focus o f the audit was tw o part: to review process and product.
As a final check, I reviewed both the overall process Barbara used in her study and the procedures
she used.
Findin.gs: Appropriate procedures were used in producing the product with the collected data; the
data were accurately reported in the product.
Based on the preceding, the following conclusions are offered;
It is my opinion that the focus o f the study remained consistent with the purpose as stated in
the I.R.B Consent to Participate in Research:
Procedures used in the study, including data collection and analysis as well as the attending
verification strategies were follow ed as outlined. The process as explained by the researcher w-as clear
and direct.
The data were clearly and conci.sely presented using the participants’ own w'ords.
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T here is evidence that the follow ing verification procedures w ere used;
o
T riaiigulation
o
M em ber checks
o
R ich and T hick descriptions
o
E xternal A udit
o
R esearcher Bias
B arb ara’s know ledge o f and experiences as a “clinical laboratory scientist, previous faculty
m em ber in the science and health care disciplines, and current m id-level adm inistrator in an LCTCS
com m unity college” , also lends credibility to the data analysis.
In sum m ary, the researcher satisfies the criteria for dependability and confirrnability o f
findings.
A ttested to this 16cih day o f M arch, 2004.

P eery, Ph. D.
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Table 1
Results o f Professional Development Practices Questionnaire of
LCTCS Community College Chief Academic Officers
N=6
Professional development, fo r the purposes o f this study, is defined as the development o f
professional, personal and institutional knowledge and skills o f all professional
personnel in community colleges to include administrators, counselors, librarians, and
faculty.
I. P rofession al D ev elo p m en t Practices: Please answer
the following questions about professional development
practices offered at your Community College by
placing a check in the appropriate box.
1. Provide financial support for attending professional
conferences.
2. Require attendance at workshops and in-services.

.No.:

No
Resp

100%

Murray
Study

93.1%

83%

17%

50.7%

3. Bring experts to campus to present workshops and
require attendance.
4. Waive tuition at “home” institution for full-time
employees.
5. Sponsor workshops presented by own campus
faculty.

83%

17%

87.7%

67%

33%

80.8%

83%

17%

68.5%

6. Grant release time to work on projects for
improvement of teaching.
7. Grant sabbatical leave:
Only to full-time faculty members.
To full-time faculty members and
administrators.
To full-time faculty members, administrators,
and staff members.
8. Award mini-grants for improvement of teaching.

33%

50%

67%

33%

43.8%

67%

33%

19.2%

17%

83%

11.5%

17%

83%

55.4%

9. Fully or partially reimburse tuition for full-time
faculty members and administrators for courses taken at
other colleges and universities.
10. Provide a resource and training center for teaching
improvement and effectiveness.
11. Provide a formal peer mentoring program
For new faculty members.
For new administrators or future
administrators

33%

67%

48.5%

50%

50%

39.2%

67%

33%

34.6%

17%

83%

*

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

17%

65.4%
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12. Provide a comprehensive orientation program for
new faculty to include but not limited to campus
policies, classroom management, instructional
technology techniques, computer skills verification,
vision/mission o f college, etc.
13. Offer faculty members opportunities to work in
related industries or businesses during normal working
hours
14. Offer faculty members exchange opportunities with
faculty members at other colleges and universities.
15. Offer incentives (i.e., paid travel expenses, release
time, mini-grants) to present papers at conferences or to
publish.
16. Provide training in instructional technology and
verification of competence with media.
17. Provide regular continuing education and support
for instructional technology at all learning levels.
18. Provide instructional design support, review,
evaluation and approval of online courses prior to
implementation.
19. Involve professional persormel in determining
professional development programs.
20. Provide a systematic method of recording all
professional development activities (i.e., transcript,
computer printout, etc.) for college employees.
21. Support the college vision, mission, and goals
through professional development and training.

50%

50%

*

100%

26.9%

100%

23.8%

83%

17%

16.2%

*

100%
67%

33%

*

83%

17%

*

83%

17%

*

50%

50%

*

100%

*

Permission received to use a modified version of a section of a survey by John P. Murray,
Ph.D. from: Murray, J. (2001). Faculty development in publicly supported 2-year
colleges. Community College Journal o f Research and Practice, 25, 487-502.
* Author-generated question
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